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ABSTRACT
The Extension Service's efficiency in planning and executing 
educational and developmental programs depends largely upon satisfied 
and productive agents. Administrators and supervisors, in their role 
of "satlsf iers" and "motivators" depend upon proper job adjustments 
and correct choices of incentives to increase job satisfaction, 
motivation and productivity.
The general purpose of this study was to obtain detailed 
Information regarding agents' job satisfaction, psychological needs 
and work motivation for use by supervisors to better deal with the 
motivational functions of their job.
The 278 study participants were stratified by sex and job 
categories for analytical purposes. This yielded six sub-groups 
which corresponded to Extension's job categories. Data were obtained 
by use of a mail questionnaire. The-data obtained were analyzed at 
both the macro and micro levels.
The findings of this study showed that agents, in each job 
category, were equally satisfied with their overall jobs but were 
considerably less satisfied with the pay and promotion factors than 
with the work, co-worker or supervision factors.
Micro examinations showed that 4-H agents were less satisfied 
than other agents. This was primarily due to the low satisfaction 
levels of the 4-H men with the work and. pay factors. Men agents were
xiii
significantly lesB satisfied with the pay factor than their female 
counterparts.
Agents had the greatest need-deficiencies in the higher order 
needs: esteem, autonomy and self-actualization. Four-H agents.had a 
significantly greater overall need-deficiency than agents in other 
job categories. On the need type basis, they had greater security, 
esteem, autonomy and self-actualization need-deficiencies than their 
counterparts. Parish agents had a higher autonomy need-deficiency 
than area agents.
Generally, agents' need-deficiency decreased with age, Exten­
sion tenure, job tenure and years since last promotion and increased 
as the salary difference variable increased. It was significant, 
however, that the social and autonomy need-deficiencies of 4-H men 
agents Increased with tenure.
Increasing salary differences or perceived salary Inequities 
were strongly related to decreasing job satisfaction and Increasing 
need-deficiency levels.
Selecting from thirteen selected job characteristics agents 
ranked, doing the kind of work I like to do, as most important for 
its effect to motivation on job effort. Other items ranked in the 
top one-third related to good interpersonal relationships with co- 
workers, participating in decision making and being responsible for 
nearly all aspects of the job.
From these findings it was concluded that supervisors, in their 
role as "satisfiers" and "motivators", should examine these functions 
at the micro level. Agents' motives vary greatly according to sex and
xiv
job position, therefore incentives must be selected and applied 
accordingly.
The greatest opportunity for increased job satisfaction, 
motivation and productivity are through successful efforts in 
improving the salary and promotion policies for all agents, making 
4-H men agents more satisfied with the work, content of their job 
and providing appropriate incentives relating to agents' motives for 
esteem, autonomy and self-actualization.
In summary, the findings of this study provided greater insights 
into the areas of agent Job satisfaction, need-deficiency and motiv­
ation. Additional research, however, is suggested to corroborate these 






The Louisiana Cooperative Extension Service is an educational 
organization and is a cooperative arrangement between the Police 
Juries and School Boards in the parishes, the Louisiana State 
University and the United States Department of Agriculture. The 
Smith-Lever Act, passed by Congress in 1914, is the legal basis for 
Cooperative Extension work.
The purpose of Cooperative Extension, as stated in the orig­
inal act, is "to aid in the diffusing among the people of the United 
States useful and practical information on subjects relating to 
agriculture and home economics and to encourage the application of 
the same." Extension work, therefore, is an out-of-school system of 
education with educational responsibilities in fields such as: agri­
culture production, marketing and distribution, all fields of home 
economics, leadership development, community improvement, public 
affairs, farm and home management, conservation of natural resources, 
and citizenship. Extension’s fundamental objective is the development 
of people by means of educational programs. Generally, this objective 
includes helping people acquire knowledge, solve problems, make sound 
economic decisions, and plan for the future.
The Memorandum of Understanding between the United States 
Department of Agriculture and the Louisiana State University specified 
that the land-grant college would "organize and maintain at the 
college a definite and distinct administrative division for the 
management and conduct of Extension work in agriculture and home 
economics." Detailed organizational structure below this level is 
left to State Extension administrators.
The Louisiana Cooperative Extension Service uses the parish and 
the area as the basic administrative units for its field operations. 
The area refers to a multi-parish geographic area within which some 
agents are assigned specialized functions. It is in these adminis­
trative units that educational programs are planned and Extension 
teaching is done. Consequently, all Louisiana Extension Agents have 
either parish assignments, area assignments, or a combination of 
the two.
Extension administration is currently finalizing a reorgan­
izations! plan which divides the state into eleven administrative 
areas consisting of five or six parishes each. Prior to reorgani­
zation there were only three administrative districts. The primary 
administrative and supervisory responsibilities in each of these areas 
are assigned to ah Assistant District Agent. Agents within an area 
that are assigned area responsibilities report directly to the 
Assistant District Agent. All agents with parish assignments make up 
a parish staff and report to the Assistant District Agent through 
a parish staff leader designated as Parish Chairman. Both the 
Assistant District Agent and the Parish Chairman have personnel 
management responsibilities.
Currently there are 327 professional agents assigned within 
these eleven areas throughout the state. The agents are assigned 
primarily to one of five different work assignments: Parish 4-H Youth 
work, Parish Agriculture and Resource Development work, Parish Home 
Economics work, Area Agriculture or Resource Development work, and 
Area Home Economics work. Normally, at least two agents are assigned 
to each parish staff for 4-H Youth work.
In responding to changing clientele needs, the Louisiana 
Extension Service is utilizing the Area Agent concept to provide more 
specialized assistance. The Area AgentB usually have multi-parish 
responsibilities, thus Increasing the complexity of the organizational 
structure.
This distribution of agents results In very heterogenic parish 
and area groups. They are differentiated according to sex, age, 
tenure, work category and geographic area assignments. As previously 
indicated, the Louisiana Cooperative Extension Service made these 
organizational structural changes in its continuing efforts to improve 
efficiency. These changes, resulting in a narrower span of manage­
ment, should provide greater opportunities for accomplishing this 
goal.
Capable and productive personnel are essential to organi­
zational efficiency. Providing capable personnel is a part of re­
cruitment and selection. The development of selected personnel is 
dependent on several other processes. An individual's inherent 
capabilities are determined by his heredity, but his actual level of 
development is determined by his education, training, experiences, 
and motivation, which are functions of his environment. Although
other factors are involved, many feel that performance is primarily 
a function of ability times motivation.
Extension officers responsible for personnel administration 
are responsible primarily for the abilities and motivation of 
Extension workers. They are interested in achieving high levels of 
performance in the most efficient manner. Also, they realize that 
agents are individuals who are constantly seeking to maximize their
self-satisfaction and that this satisfaction is achieved through
\
the fulfillment of various needs inherent in the individual.
The ability side of the equation is provided for through con­
tinued analysis of agentfs knowledge and skill needs and satisfying 
these needs through varied educational and training experiences. On 
the motivational side it is desirous and necessary to have workers 
satisfied with their jobs. Job satisfaction, however, is viewed as 
a necessary but not sufficient condition for motivation to work.
There is a general agreement that human behavior, in general, and 
motivation to work, in particular, centers around the desire for need 
satisfaction. Therefore, the ability of Extension administrators and 
supervisors to correctly Identify areas of job satisfaction, estimate 
psychological need-deficiencies of agents, make job adjustments, and 
correctly choose incentives is the ultimate key to increased motiv­
ation, job satisfaction, and productivity.
Statement of Erohlem
Through the years the Extension Service has been very effective 
in providing the educational and training experiences necessary for 
the maintenance of agent abilities. This haB remained true in face
of recent differentiations of work categories and more heterogenic 
work groups.
Relatively little information, however, is available to assist 
administrators in their role as ''motivators" and "satisfiers". In 
this role they are faced with the task of determining and applying 
appropriate incentives for agents that vary according to age, sex, 
tenure, work category, salary, and geographic work assignment areas. 
While the various needs of the agents are derived from the agent's 
culture and are Inherent in him, the incentives are external and must 
be selected by the Extension manager.
Thus, the major problem of concern in this study was the lack 
of specific information regarding Extension Agents' job satisfaction 
and need-defIciencies, which is needed to facilitate the motivational 
function of Extension administrators and supervisors.
The following aspects of the problem are to be considered:
(1) How are the Extension Agents in different job categories 
different from their counterparts in their orientation 
to various job factors satisfaction?
(2) What are the relative strength associations between 
levels of job factor satisfaction and selected 
independent variables for agents in different job 
categories?
(3) How are the Extension Agents in different job categories 
different from their counterparts in levels of need- 
def iciencies?
(4) What are the relative strength associations 
between levels of need-defIciencies and selected 
independent variables for agents in different job 
categories?
(5) What characteristics of their job do agents in the 
different job categories perceive as having the 
strongest impact on work effort?
Purpose of Study
The general purpose of this study was to obtain detailed 
information regarding job satisfaction and motivation of Extension 
Agents, which would be available for use by supervisors to better 
deal with the motivational function of their human resource develop­
ment efforts.
In conceptualizing the several dimensions of job satisfaction 
the study first investigated the various extrinsic factors of the job. 
A micro level investigation determined the levels of job satisfaction 
for six Extension job categories and for five job factors within each 
job category. This was done to show how Extension Agents in each work 
category are similar or different from their counterparts in other 
work categories in their orientation toward job satisfaction. Also, 
the job satisfaction level for each job factor in each job category 
was analyzed to show its relationship to other variables such as; 
age, Extension tenure, job tenure, number of years since last promo­
tion, and the difference between an agent's present salary and what he 
feels he needs to be satisfied. This analysis was performed to show 
the relative strength relationships of these variables to the various
job satisfaction factors.
The second investigation also dealt with job satisfaction, but 
it was completely different in that it focused on intrinsic needs of 
the agent. This investigation determined the psychological need- 
deficiency levels for selected needs of Extension Agents in each of 
the six work categories. These need-deficiency levels were concept­
ualized as either.job satisfaction or job dissatisfaction levels. 
Need-deficiencies represent motivational opportunities. Again each 
of these levels was analyzed in relationship to the variables men­
tioned earlier to determine the relative relationship strengths 
between these variables and the selected need types.
Finally, the study determined what selected characteristics 
of the Job agents in the various work categories perceived as having 
the greatest influence on their job efforts.
The purpose of this study was not an attempt to prove, 
disprove, or develop any motivation theory or to test any research 
techniques; rather, it was designed to utilize what is apparently the 
best techniques and most accepted motivation theory in gaining 
valuable information for practical applications.
Objactives of this Study
(1) To determine the relative levels of job satisfaction for 
4-H men Agents, 4-H women Agents, Parish Agriculture 
Agents, Parish Home Economics Agents, Area Agriculture 
and Resource Development Agents, and Area Home Economics 
Agents for five different aspects of their job— (pay, 
work, promotion, supervision, and co-workers).
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(2) To determine If there is a significant difference between 
the levels of job satisfaction of each job category (6) 
and the different aspects of the job.
(3) To determine the relative strength of relationships 
between the levels of job satisfaction for each factor of 
the job in each job category and selected independent 
variables— age, job tenure. Extension tenure, years since 
last promotion, and differences in actual salary and 
desired salary.
(4) To determine the relative need-deficiency levels for each 
job category (6) and for five selected need classes—  
security, social, esteem, autonomy, and self-actualization.
(5) To determine if there is a significant difference between 
the levels of need-deficiency for each job category (6) 
and each class of needs (5).
(6) To determine the relative strength of relationships 
between the levels of need-deficiency for each job 
category (6) and each class of needs (5) and selected 
independent variables— age, job tenure, Extension tenure, 
years since last promotion, and the difference in actual 
salary and desired salary.
(7) To determine the hierarchial ranking of selected sources 




Since the appearance of Roethlisberger and Dickson's (1939) 
Hawthorne studies, it is estimated that more than 6,000 articles 
investigating job satisfaction and motivation have been published. It 
seems that these studies are about equally divided between concerns for 
job satisfaction and productivity. Social scientists concerned with 
industrial relations and human relations have been prolific in writing 
about job boredom,*- blue collar blues,^ and disenchanted workers.
They are calling on industry and institutions to do those things 
necessary to make workers satisfied.
On the other hand, management scientists and industrial managers 
are writing about their concerns for motivating workers to greater pro­
ductivity. ̂ Peter Drucker asserts that "it will increasingly be the 
j ob of management to make the Individual's values and aspirations re­
dound to organizational energy and performance. It will simply not
*U,S. News & World Report, "Latest Moves to Fight Boredom on 
the Job," December 25, 1972, pp. 52-54.
oRichard C. Gerstenberg, "Blue-Collar Blues," Vital Speeches 
of the Day, January 1, 1973, pp. 189-192.
^Willard M. Bright, "Productivity, Key to Progress,” Vital 
Speeches of the Day, December 7, 1972, pp. 201-203.
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be good enough, to be satisfied— as Industrial Relations and Human 
Relations traditionally have been— with 'satisfaction', that is, with 
the absence of discontent. Perhaps one way to dramatize this is to 
say that we will, within another ten years, become far less concerned 
with 'management development' as a means of adopting the individual 
to the demands of the organization and far more with 'organizational 
development* to adopt the organization to the needs, aspirations, and 
potential of the individual."^
Rather than having a dichotomy of either job satisfaction or 
productivity, managers will have two constant goals: increasing the 
productivity and efficiency of employees and enhancing job satis­
faction. In a study by Paul F. Wernimont (1969) comparing the sources 
of personal satisfaction and of work motivation it was obvious that 
employees did not view seventeen different variables as having the 
same importance in contributing to their job satisfaction as to their 
motivation to work.** It is therefore evident that job satisfaction 
levels cannot be used totally as a measurement of motivation to work.
In light of these differences and the desirability of manage­
ment goals, job satisfaction, and increased productivity, the two per­
haps should be studied as separate but not. totally independent 
phenomena.
^Peter F. Drucker, Technology. Management and Society, Essays, 
by Peter F. Drucker, (New York: Harper and Row, Publishers, 1970), 
p. 42.
CPaul F. Wernimont, Paul Toren and Henry Kapell, "Comparison 
of Sources of Personal Satisfaction and of Work Motivation,"
Journal of Applied Psychology, (Volume 54, Number 54, 1970), pp. 95-102.
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Job Satisfaction
Job satisfaction is a measurement of job attitude or a measure­
ment of morale. Allport® points out that there are over one hundred 
different definitions for attitude. However, the most agreed upon one 
seems to be that "attitudes are seen as a predisposition to respond in 
a favorable or unfavorable way to objects, concepts, or whatever."
Research Techniques. Techniques for measuring attitude vary in 
a number of ways. Some of the most frequently used techniques are:
(1) the direct and Indirect paper and pen test developed by Thurstone, 
Likert, and Asgood, (2) the physiological measures such as the 
Galvanic Skin Response and (3) the eye pupil dilation test developed 
by E. H. Hess.^
Perhaps the most frequently researched attitudes are those
dealing with one's feelings towards his job. The technique which is
most well known is the Job Description Index developed by Pat Smith and 
8her co-workers. Specifically, the JDI measures satisfaction over 
five areas of the job: the work itself, the supervision, the co­
workers, the pay, and the opportunities for promotion on the job. For 
each area, the respondent is asked to check whether each item in a 
series of short statements and objectives applies to the job area.
^Gordon W. Allport, "Attitudes" in M. Fishbein (ed), Readings 
in Attitude Theory and Measurement, (New York: John Wiley and Sons, 
Inc., 1967), p. 3.
^William G. Scott and Terence R. Mitchell, Organization Theory, 
A Structural and Behavioral Analysis, (Homewood, Illinois: Richard D. 
Irwin, Inc. and The Dorsey Press, 1972), p. 100.
^Patricia Cain Smith, Lorne M. Kendall and Charles L. Hulin,
The Measurement of Satisfaction in Work and Retirement. (Chicago:
Rand McNally and Company, 1969).
The worker marks "y" if it does, "n" if it does not, and ,l?,, if he 
cannot decide. Satisfaction for a particular area is computed by 
summing the weights assigned to the response associated with each 
item. The JDI has been used in a large number of job satisfaction 
studies and Vroom has stated that, "The JDI is without doubt the most 
carefully constructed measure of job satisfaction in existence today."
As indicated earlier, job satisfaction is not the same as 
motivation to work, so in what ways do satisfied workers behave differ 
ently from dissatisfied workers? Various studies have correlated job 
satisfaction with turnover, absences, and productivity. In general, 
the greater the satisfaction the lower the job turnover. This is 
supported by correlations from -.12 to -.42.'*'̂  Also, with greater 
satisfaction there were fewer absences; this is supported by correla­
tions from -.14 to -.38.^ The results of twenty different studies
show the median correlation between job satisfaction and productivity
12is .14. There is also some evidence that the interaction patterns 
of satisfied workers is enhanced.
13Many researchers, including Herzberg et. al., have utilized 
the JDI to analyze the relationships of the five separate factors of 
job satisfaction to such independent variables as age, tenure on the
V  H. Vroom, Work and Motivation. (New York: John Wiley and 
Sons, Inc., 1964), pp. 175-180.
10Ibid., p. 178.
U Ibid., p. 178.
12Ibld., pp. 178-180.
13Frederick Herzberg., et. al., Job Attitudes; Review and 
Opinion, (Pittsburg: Psychological Service of Pittsburg, 1957).
job, tenure with company, job level, salary, and salary desired minus 
salary received. A concensus of these studies suggest that job 
satisfaction of workers starts out high on employment, goes down for . 
a few years, and then begins to rise and continues to rise for the 
remainder of their career. In relation to tenure, workers begin with 
high morale which drops during the first year of service and remains 
low for a number of years. As service increases, morale tends to go 
up. It is clearly indicated that the higher the level of the job 
within the organization the higher the morale. It was also found that 
high income is associated with high job satisfaction.
Age and Tenure. These findings caused some researchers to
believe a U-shaped function exists between age or tenure and satis-
14faction. The results of studies conducted by Hulin and Smith, and 
Gibson and Klein^, however, caused this U-shaped theory to be re­
garded with suspicion. They found no evidence to support this hypo­
thesis. It is therefore their conclusion that a linear correlation 
best describes the relationship between job satisfaction and these 
variables.
Pay. Pay as an influence on motivation and satisfaction has, 
through the years, been open to considerable questioning. Early 
scientific management theorists generally assumed that pay was the 
major reason man worked. Advocates of this theory frequently
14Patricia Cain Smith, Lorne M. Kendall and Charles L. Hulin,
op. cit.
^James L. Gibson and Stuart M. Klein, "Employee Attitudes as 
a Function of Age and Length of Service: A Reconceptualization," 
Academy of Management Journal, (Volume 13, 1970), pp. 411-425.
recommended linking pay to performance. The opportunity to attain 
additional pay for additional production was expected to encourage 
workers to be high performers.
Beginning with the Hawthorne research at the Western Electric 
Company during the late 1920's and early 1930's, the idea that pay was 
not particularly important to workers was popularized. Perhaps both 
of these theories are demonstrably Incorrect.
In writings by Schwab and Heneman it is reported that almost 
50 studies have been conducted where employees were asked to rank the 
importance of pay against other job aspects. Pay ranked among the top 
three factors in almost two thirds of the studies. They further state 
that two critical conditions must be present before pay can operate as 
a performance motivator. First, pay must be important to the employee, 
and second, the employee must believe that high performance will be 
rewarded by pay
Even when these conditions are present, however, one should not 
always expect high employee performance. In the first place, the 
employee must be capable of high performance. Also, if high perfor­
mance conflicts with other valued outcomes of the employee such as 
peer approval or tightening of work standards, any positive impact 
of pay might be more than offset.
The role of money as a motivator which seems most congruent 
with existing theories and research findings may be viewed as follows.
^Donald P. Schwab and Herbert G. Heneman, III, "Pay: A Road 
to Motivation and Satisfaction?", The Personnel Administrator,
(January-February, 1974), pp. 19-21.
Money by itself has no intrinsic meaning. Rather, money serves as a 
motivator only when an individual perceives that it has extrinsic 
value. Pay checks enable workers to meet a number of their basic 
physiological, safety, and esteem needs. Money may serve only as a 
feedback mechanism for older, highly achievement-oriented, and highly 
paid employees. On the other hand, for a financially overburdened 
father of eight in a low-income bracket, money may be perceived as a 
means of maintaining his family's basic needs.^
Today employers are increasingly concerned with the satisfaction 
of their employees. This concern is not just for humanitarian feelings 
but because high worker satisfaction tends to be associated with lower 
absenteeism and turnover.
Available research indicates that pay does not influence satis­
faction in the same manner that it influences motivation. There are 
currently three theories on pay factors as predictors to satisfaction: 
Equity, Expectancy, and Reinforcement. In the equity theory a person 
makes judgements about his salary position based upon two ratios: my
pay/other's pay, and my position on dimensions relative to pay/other's 
position on dimensions relative to pay. Employees compare their pay 
not only with .others doing the same job, but with persons both above 
and below themselves within .the organization.
Expectancy theory is essentially two types of expectancy. The 
first is the subjective probability expectation that effort will 
result in task success. The second involves the expectation that,
17Max D. Richards and Paul S. Greenlaw, Management Decisions 
and Behavior, (Homewood, Illinois: Richard D. Irwin, Inc., 1972), 
p. 158.
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given successful task accomplishment, rewards will follow. These 
rewards may be Intrinsic (Job satisfaction) or external (increased 
pay).
The reinforcement theory embraces the concept of feedback.
With successful achievement or performance of tasks the employee will 
receive positive reinforcements, and this will create positive feelings 
and satisfaction with the job.
In extensive research on these three theories, Klein*® found 
that the equity and expectancy variables provided predictive capab­
ilities though equity seemed somewhat more powerful. Reinforcement 
provided no predictive capability by itself.
These findings do suggest that pay can be a powerful source of 
employee motivation and satisfaction. It is important, however, to 
recognize the complexities of the issues involved and to develop pay 
policies and practices accordingly.
Supervision. Other antecedents of favorable job attitudes 
which have received considerable attention are supervision, job 
content, and promotional opportunities. In general, considerate 
supervisory behavior seems to correlate positively with job satis­
faction. A number of studies show that changes in supervision lead 
to changes in satisfaction. There are two precautions worthy of 
mentioning. Most of the evidence for this relationship is correla­
tional and, therefore, does not imply causal relationships. Second,
18Stuart M. Klein, "Pay Factors as Predictors to Satisfaction:
A Comparison of Reinforcement, Equity, and Expectancy," Academy of 
Management Journal, (Volume 16, Number 4, 1973), pp. 598-609.
since the relationships are generally moderate (correlation of .20 
to .40), there are numerous cases where the reverse may be true—
1ftclose supervision is appreciated.
In an effort to better understand the relationships of the 
morale of Extension Agents and their perceptions of the leader 
behavior of their immediate supervisor, the County Agent Chairman, 
Johnson and Bledsoe studied 201 Georgia County Extension Agents 
from 68 counties. They concluded that Extension Agents' morale and 
leader behavior of the County Agent Chairman are significantly and 
highly related.^®
Job Content. In efforts to keep workers happy many employers 
are looking to job content. Both the specialization and standard­
ization of work task has tremendously increased productivity through­
out the world. Has this made jobs too easy or too simple resulting in 
endless sameness? The relationship of standardization and special­
ization with satisfaction appears to be curvilinear. In jobs that 
are neither specialized nor standardized, employees have difficulty 
knowing what or how to do their job. At the other extreme, jobs that 
are highly specialized and standardized are highly repetitive and 
boring. Although these situations may differ for different types of
people or jobs, it is clear that extremes of these continuums are
21related to low morale.
^William G. Scott and Terence R. Mitchell, op. cit., p. 106.
20paul o. Johnson and J. C. Bledsoe, "Mr. Chairman, Your 
Behavior Affects Morale," Journal of Extension, (Spring 1974), 
pp. 12-19.
^William G. Scott and Terence R. Mitchell, op. cit., p. 107.
Promotion. Promotional opportunities have traditionally been 
cited as a variable related to job satisfaction. It does appear that 
employees are most satisfied with situations where this opportunity 
is likely than when it is not. The relationship is weak, however, and 
this is probably due to the fact that promotions are relatively in­
frequent experiences.^^
Human Needs and Motivation
Generally, researchers and managers who are concerned with 
motivation are attempting to answer the question, "Why do people 
behave the way they do in relation to their job?" The unique per­
sonality of the individual is certainly a partial answer to this 
question. In spite of such differences, however, there are certain 
needs, satisfaction motivational forces, and so'forth, which— although 
varying in strength and specific behavioral expression— tend to be 
common to all individuals.23 There seems to be a general agreement 
among psychologists that, with few exceptions, all behavior is motiv­
ated; people have reasons for doing the things they do. Nearly all 
motivation theories focus on the belief that man is motivated by the 
desire to satisfy a number of needs.
Motivation Theories. Although there are numerous motivational 
theories, the most popular ones seem to be those of A. H. Maslow, 
Douglas M. McGregor, Frederick Herzberg, and David C; McCelland.
Herzberg’s dual-factor theory of job satisfaction and motiva­
tion generally asserts that there are some job factors which if not
22ibid., p. 107.
2^Max D. Richards and Paul S. Greenlaw, op. cit., p. 135.
present will cause job dissatisfaction, if present they do not lead to 
motivation but are accepted. These job dissatlsfiers include super­
vision, salary, company policy and administration, benefits, job 
security, working relationships with others, and working conditions. 
Conversely, there are elements that if present will lead to motiva­
tion. The most important of these are achievement, recognition, work, 
responsibility, and advancement.
In a very intensive study by House and Wigdor^* the results 
yielded conclusions contradictory to the proposition of the two- 
factor theory. It was evident that satisfiers and dlssatisfiers are 
not uni-dimensional and independent. A given factor can cause job 
satisfaction for one person and job dissatisfaction for another person 
and vice versa. Variables that partially determine this were job 
level, age, sex, education, culture, and respondent's standing in the 
group. In summary, these researchers concluded that the dual-factor 
theory is an over-simplification of the relationship between motiva­
tion and satisfaction and the sources of job satisfaction and.dissat­
isfaction.
Maslow's needs theory is perhaps the most generally acceptable. 
His theory stresses that individuals are motivated to satisfy several 
different kinds of needs, some of which are more prepotent than others. 
The classes of needs postulated by Maslow are (1) physiological,
(2) safety, (3) belongingness and love, (4) esteem, and (5) self- 
actualization. This structure of human needs is most frequently
^Robert J. House and Lawrence A. Wigdor, "Herzberg*s Dual- 
Factor Theory of Job Satisfaction and Motivation: A Review of the 
Evidence and a Criticism," Personnel Psychology, (Volume 20, 1967), 
pp. 368-389.
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used In. organizational psychology in attempts to measure the degree to 
which the job provides satisfaction for each type.^**
Research Technique. A technique which is frequently used to 
measure job satisfaction via human needs structure is the Porter Need
2 (LSatisfaction Questionnaire (PNSQ) developed by Porter and Lawler.
This scale is constructed to measure satisfaction over five need 
areas— security, social, esteem, autonomy, and self-actualization. 
According to Porter, the need areaB were selected mainly from Maslow*s 
theory.
Operationally the PNSQ determines the difference between 
"rewards actually received" and the worker's "expected level of 
reward". The difference is the measure of need-deficiency. Thus, 
the larger the discrepancy the greater the dissatisfaction or need- 
def iciency.
Imparato^ studied the relationship between the Job Satisfaction 
Index and the Porter Need Satisfaction Questionnaire and found that 
they reflected-similar conceptual views of what constituted job satis­
faction. The Porter test stresses intrinsic aspects of the job rather 
than extrinsic aspects of the job. Smith's JDI has a "job referent" 
as opposed to the "self-referent" employed in the Porter test. In
k . Haters and Darrel Roach, "A Factor Analysis of Need- 
Fulflllment Items Designed to Measure Maslow Need Categories,"
Personnel Psychology. (Volume 26, No. 2, Summer 1973), pp. 185-190.
26Lyman W. Porter and Edward E. Lawler, III., Managerial 
Attitudes and Performance, (Homewood, Illinois: Richard D. Irwin,
Inc., 1968).
^Nicholas Imparato, "Relationship Between Porter's Need 
Satisfaction Questionnaire and the Job Description Index," Journal 
of Applied Psychology. (Volume 56, No. 5, 1972), pp. 397-405.
spite of these content and methodological differences a comparison of 
the five scales of each test resulted in a multiple correlation 
of .69.28
Although viewed as alternative techniques for measuring job 
satisfaction, there seems to be value in using both approaches; Other 
than cross-validation possibilities it seems.that results from one, 
focusing on the job aspects, could be incorporated with the results . 
of the other, focusing on the individual needs, to gain more complete 
job satisfaction and motivation information for specific groups of 
workers.
29In the study by Wernimont it was concluded that it is 
incorrect to use the terms "motivator'’ and "satisfier" interchange­
ably. About 775 scientists ranked personnel accomplishment, praise 
for good work, getting along with co-workers, company location, and 
receiving credit for ideas as having a greater impact on personal 
satisfaction. Knowing what is expected of one, having a capable 
supervisor, having challenging work and responsibility, being kept in­
formed and participating in decisions were all given more importance 
for their effects to motivation on job effort.
30However, in light of the research results of House showing 
that motivators and satisfiers are not uni-dimensional and Independent 
but vary according to variables such as: age, sex, job level, etc., it
28Ibid., p. 401.
29Paul F. Wernimont, Paul Toren and Henry Kapell, op. cit., 
pp. 95-102.
8®Robert J. House and Lawrence A. Wigdor, op. cit., pp. 369-387.
seems that sources of work motivation must be determined for each job
situation. It is true that some variables are generally given a
higher rank position in both cases. Some work variables have a strong
effect on both job effort and personal satisfaction. But those which
seem to have a heavier Impact on motivation than satisfaction do not
fall into any neat classification of intrinsic versus extrinsic or
31self-actualizing versus security factors.
^^•Leon C. Megglnson, Personnel: A Behavioral Approach to 
Administration, Revised Edition, (Homewood, Illinois: Richard D,
Irwin, Inc., 1972), p. 659.
CHAPTER III
RESEARCH METHODOLOGY
The population of this study consisted of all Cooperative 
Extension Agents in Louisiana. Administrative, supervisory or 
specialist personnel were not allowed to participate.
Population
Study data were solicited from all 321 Agents who were on 
active duty at the time of the study. The data presented in this 
study were obtained from two hundred and seventy eight (N=278 Agents 
or 86.3 per cent of the population). The respondents were stratified 
for analytical purposes by sex and by job category. This process 
yielded six sub-groups: 4-H men Agents (N*>53 or 85.7 per cent of 
this sub-population), Parish men Agriculture and Resource Development 
Agents (N=70 or 87.5 per cent of this sub-population), Area men Agri­
culture and Resource Development Agents (N=34 or 87 per cent of this 
sub-population), 4-H women Agents (N=46 or 71 per cent of this sub­
population) , Parish women Home Economics or Resource Development 
Agents (N=62 or 89.9 per cent of this sub-population), Area women Horae 
Economics or Resource Development Agents (N=13 or 76 per cent of this 
sub-population).
The stratification by sex yielded sub-groups of men (N=158 or 





The data included in this study were collected by use of a 
mall questionnaire containing four major sections: (a) demographic 
data, 0>) Job Description Index, (c) Porter Need Satisfaction 
Questionnaire and (d) selected job characteristics which Agents were 
asked to rank according to their perceived importance in influencing 
increased work effort. All effort was made to provide anonymity to 
Agents on individual questionnaire contents. -
Demographic Data. The demographic section of the questionnaire 
obtained information relative to the independent variables used in the 
study.
Age (A): The age of each subject was obtained by responses
to the question, "What is your present age?"
Extension tenure (ET): The tenure of Agents with the Extension
Service was gained from responses to the question, "How many years have
you worked for the Louisiana Extension Service?_________________________
(years completed)".
Job tenure (JT): Measures of the variable, tenure on present
job, were obtained by the question, "How many years have you worked
in your present job?_____________________  (years)_______________________
(months)".
Years since last promotion (YP): These data were obtained by
asking Agents to indicate their present job title and the year and 
month in which they were promoted to this title.
Desired salary minus present salary (SD): Since there is
evidence that perceived equity in salary is a strong predictor of job 
satisfaction there is a possibility that it is not salary per se that 
affects satisfaction but rather the discrepancy between what he is 
earning (present salary) and his salary aspirations (desired salary). 
This variable data were obtained by Agents' responses to the following
questions, "Do you feel that your present salary is equitable? (yes___
no ). If no, what additional amount do you feel would be needed to
make it equitable? ___________ amount)".
Also since the major stratification of this study was based on 
sex and job categories, Agents responded to questions which provided 
this information.
Job Description Index. The Job Description Index (JDI) was 
developed by Pat Smith and her co-workers at Cornell University.
Because of its acceptance and thorough pretesting it was used in this 
study to determine job satisfaction levels for each job category of 
Agents.
Specifically, the JDI was used to measure satisfaction over 
five factors of the job: the work itself, the supervision, the co­
workers, the pay and the opportunities for promotion. Levels of satis­
faction on these factors are used as dependent variables across the 
six different job categories. No claim is made that these five job 
factors are exhaustive or orthogonal.
For each job factor the Agent was asked to check whether each 
descriptive word or phrase in a series satisfactorily described his 
feelings. The Agent marked "y" if it did, "n" if it did not, and "?" 
if he was undecided. Responses in agreement with the "satisfied" 
direction of each descriptive word or phrase received a weight of
three, responses not in agreement with the satisfied direction was 
assigned a weight of zero, undecided responses received a weight of 
one. Satisfaction levelB for a particular job factor was computed by 
summing the weights assigned to responses associated with each word 
or phrase. The total job satisfaction level for an Agent was computed 
by summing the scores for each job factor.
The favorable points of this JDI technique is that'it generates 
a satisfaction score for five factors of the Job. This micro infor­
mation can be very useful as a diagnostic tool. It also makes it 
possible to make comparisons between job factors in the same organ­
ization and in some cases between different organizations.
The descriptive words or adjective-phrase check list for each 
job factor was adapted to properly describe job conditions within the 
Extension Service.
Porter Need Satisfaction Questionnaire. The Porter Need 
Satisfaction Questionnaire (PNSQ) was developed by Lyman W. Porter, 
University of California. He describes job satisfaction as a function 
of "the extent to which rewards actually received meet or exceed the 
perceived equitable level of rewards". The greater the failure of 
"rewards received" to meet the perceived equitable level of rewards, 
the greater the dissatisfaction or need deficiency.
Operationally, the PNSQ is a thirteen-item scale to measure the 
following psychological need types: security, social, esteem, autonomy 
and self-actualization. These separate need types are used in this 
study as separate dependent variables for each job category. For each 
of the thirteen items agents were asked to answer the following two 
questions by circling a number on a rating scale from one to seven.
Example:
Item 13. The feeling of self-esteem a person gets from having 
my job position.
a) How much Is there now?
minimum 1 2  3 4 5 6 7 maximum
b) How much should there be?
minimum 1 2 3 4 5 6 7 maximum
Responses to both questions, a) and b), for each item were made 
on the seven point scale. The need-defIciency or dissatisfaction 
scores of each item were obtained by substracting the response of 
part a) from the response of part b). Scores for each item referring 
to a specific need type were then summed to obtain the need-deficiency 
level for each of the five need types. The total need-deficiency score 
was obtained by summing the difference scores for all items regardless 
of need category.
The thirteen items were arranged randomly in the questionnaire 
but each referred specifically to a need class. The need types used 
in the PNSQ and in this study are in general agreement with Maslow's 
system of classifying needs with two exceptions. First, items refer­
ring to the physiological needs were not included since most agents' 
needs in this category are adequately met. Second, the PNSQ and this 
study adds an autonomy need type which includes some of the items 
normally included in Maslow's esteem category. The items included 
in the autonomy need category, (e.g. opportunity for dependent thought 
and action, authority connected with job, opportunity for determin­
ation of methods and procedures and opportunity for participation in 
setting goals), logically seems distinct from other items more
commonly associated with the term esteem. For this reason both 
autonomy and esteem need categories are included In this study.
Perceived Sources of Work Motivation. This section of the 
questionnaire was designed to determine what job characteristics or 
variables agents in each job category perceived as having the most 
effect on motivation to work. Agents were instructed to rank thirteen 
variables according to the importance they felt the variables were 
in making other agents put forth extra effort in doing their jobs.
The mean ranking of each characteristic was used to denote 
its perceived importance in motivation to work for each of the six 
Extension job categories.
Data Analysis
The stratification of the study population yielded six 
different job categories. The first stratification was based upon 
agents' sex primarily because of the historical evidence indicating 
differences in satisfaction and motivation incentives for men and 
women. The second stratification divided these groups into three job 
categories. Criteria for this division were primarily job responsi­
bility and geographic assignment. This stratification was selected 
primarily because it parallels Extension classification of agents for 
program development and supervisory purposes.
The data obtained through the Job Description Index were 
analyzed to study the relative levels of job satisfaction across the 
six different job categories. These data were examined at the macro 
or total job satisfaction level and the micro level or satisfaction
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with five sub-factors of the job: work, pay, promotion, co-workers, 
and supervision.
The data obtained through the Porter Need Satisfaction . 
Questionnaire were analyzed to study the relative levels of need- 
def iciency across, the six different job categories. These data were 
also studied at the macro or total need-deficiency and the micro level 
or with five different need types: security, social, esteem, autonomy,' 
and self-actualization.
These data were further analyzed to study the association 
strengths between these dependent variables and the following indepen­
dent variables:
1. Age.
2. Tenure of agents with the Louisiana Extension Service.
3. Tenure of agents in their present job.
4. Years since agent's last promotion in title.
5. The difference in actual salary received and expected 
salary.
Data obtained by having agents rank thirteen selected job 
characteristics were analyzed to determine which of these character­
istics or variables are perceived by agents, in each job category, as 
having the greatest effect on work motivation.
The analysis of variance, 2 x 3  factorial, test was used to 
determine the differences in levels of satisfaction and need-deficiency 
across the different job categories.
The correlation coefficient analysis was used to determine the 
relationship strengths between levels of need-deficiency and satisfac­
tion and the selected personal characteristics.
The mean ranking of each of the thirteen selected job charac­




The data gathered in this study are organized for analysis and 
presentation in the following three categories:
1. Job-satisfaction.
Z. Need-deficiencies.
3. Work, motivation sources.
First, a macro-examination of Job satisfaction is made to 
determine If agents in different job categories differ from each 
other in their orientation towards total job-satiefaction. Then, in 
efforts to gain additional insights, a micro-examination is made on 
a factor-by-factor basis for each job category. Finally, the last 
analysis of job-satisfaction includes an examination of the relation­
ship strengths between various-job-satisfaction factors and selected 
Independent variables.
Second, a macro-examination of need-defIciencies is made to 
determine If agents in different job categories differ from each 
other in their overall need-deficiency level. Additional insight is 
then gained by examining specific need types on a need-by-need basis 
for each job category. The final analysis of need-deficiencies 
includes an examination of the relationship strengths between the 
various need-deficiency levels and selected Independent variables.
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The last section examines thirteen job characteristics to 
determine which of these is perceived by agents as being most impor­
tant as sources of work motivation.
To facilitate some of the statistical analyses in this study 
a comparison of sex to job category was utilized. As three job 
categories are occupied only by men and three only by women, the 
2 x 3  factorial analysis of variance test was appropriate for these 
analyses. The ,05 level of probability was selected as the level 
for determining whether or not statistically significant differences 
existed between variables tested. The .01 level is Indicated where 
differences were statistically significant at that level.
Job Satisfaction 
The job satisfaction scores used in this study reflect agent 
responses to 72 different descriptive words or phrases. (See 
Appendix A.) Each of these relate specifically to one of five job 
factors: work, supervision, co-workers, pay, or promotion. A proven 
scaling technique was used to assign quantitative values to each 
response. Satisfaction scores for each job factor were obtained by 
summing responses specific to that factor; total job satisfaction 
scores were obtained by summing all responses irrespective of job 
factor.
Total Job Satisfaction
Table 1 presents the mean Job Description Index scores for 
total job satisfaction. The 2 x 3  factorial analysis of variance 
test indicates that the differences in these mean scores between 
sexes and among categories were not statistically significant at the
.05 level. Although no significant differences existed between the 
sex groups or among the job categories, it is evident that male 
Extension agents were somewhat less satisfied than their female 
counterparts. Also, 4-H male agents were the least satisfied of all 
agent groups.
TABLE 1
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING TOTAL LEVELS OF JOB 
SATISFACTION AMONG LOUISIANA COOPERATIVE EXTENSION AGENTS, 1974
Total Job Satisfaction Mean 
Scores by Job Categories
Sex 4-H Parish Area Overall
Male 141.9 156.0 153.2 150.3
Female 154.5 157.6 155.9 156.0
Overall 148.2 156.8 154.5 153.1
Fsex - 1.90 w/ 1 & 272 df NS 
J[jo6 « 2.49 v/ 2 & 272 df NS 
^ e x  x job - 1.05 v/ 2 & 272 df NS
Many studies of job satisfaction have traditionally stopped at 
this point without further examination. Accurately determining the 
sub-factors which contribute to agents satisfaction or dissatisfaction 
Is one of the most important tasks of supervisors. This study 
endeavored to do this by the following micro-analysis on a factor- 
by-factor basis.
Work. The mean scores for satisfaction with work itself is 
presented in Table 2.
TABLE 2
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING WORK 
AS A FACTOR OF JOB SATISFACTION AMONG 
LOUISIANA COOPERATIVE EXTENSION 
AGENTS, 1974
Sex 4-H





Male 34.2 39.5 40.4 38.0
Female 37.7 40.0 40.2 39.3
Overall 35.9 39.7 40.3 38.4
Fsex ** .18 w/ 1 & 272 df NS
Fjob - .00 w/ 2 & 272 df P<.01
Fsex x job - .17 w/ 2 & 272 df NS
The factorial analysis of variance Indicated a statistically signifi­
cant difference (P<.01) among the three job categories. This differ­
ence indicated that 4-H agents were less satisfied with the work 
factor of their job than agents in other job categories. There was 
no statistically significant difference between male and female 
agents. Although the male 4-H agents were less satisfied with the 
work factor than their female counterparts, the difference was not 
significant at the .05 level of probability.
The primary contributors to work dissatisfaction of 4-H men 
agents were: the demands upon their personal time, continual tension, 
frustration, and its endless nature. (See Appendix A.)
Supervision. Table 3 presents the mean Job Description Index 
scores for supervision. The factorial analysis of variance tests
Indicated no statistically significant differences in the levels of 
satisfaction with supervision between sexes or among the job categ­
ories. Although there were no significant differences, it should be 
pointed out that 32 per cent of the agents indicated that supervisors 
don't tell them where they stand, 20.5 per cent indicated that super­
visors don't supervise enough, and 20.5 per cent feel that supervisors 
don't ask their advice. (See Appendix A.)
TABLE 3
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING SUPERVISION AS A 
FACTOR OF JOB SATISFACTION AMONG LOUISIANA COOPERATIVE 
EXTENSION AGENTS, 1974
Supervision Satisfaction Mean Scores 
By Job Categories
Sex 4-H Parish Area Overall
Male 42.8 44.7 43.4 43.6
Female 43.5 42.0 44.9 43.5
Overall 43.1 43.4 44.1 43.4
*sex * .93 w/ I S  272 df NS
*job - .88 w/ 2 S 272 df NS
^sex x job ■ .35 w/ 2 & 272 df NS
Co-Worker. Table 4 presents the mean Job Description Index 
scores for co-workers. The factorial analysis of variance test 
indicated no statistically significant differences in the levels 
of satisfaction with co-workers between male and female agents or 
among the agents in the job categories.
TABLE 4
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING CO-WORKERS AS A
FACTOR OF JOB SATISFACTION AMONG LOUISIANA COOPERATIVE
EXTENSION AGENTS, 1974
Sex





Male 46.1 47.4 44.5 46.0
Female 44.3 45.0 46.8 45.4
Overall 45.2 46.2 45.7 45.7
Fsex “ .17 w/ 1 & 272 df NS
Fjob = .24 w/ 2 & 272 df NS
Fsex x job = .68 w/ 2 & 272 df NS
Major characteristics of co-workers contributing to the dis­
satisfaction of their counterparts were lack of dedication to their 
jobs, loyalty, failure to be good team workers, and the fact that 
they are Interested in only their work. (See Appendix A.)
Pay. The mean Job Description Index score for satisfaction 
with pay is presented in Table 5. The factorial analysis of variance 
tests indicated that a statistically significant difference (P<.01) 
existed between the male and female agents. The low mean pay scores 
for the male agents clearly indicate that these agents were much less 
satisfied with pay than their female counterparts. Also, a signifi­
cant difference (P<.01) was shown to exist among the job categories; 
Observing the mean pay scores for 4-H male and female agents, one 
would suspect that this difference was largely due to the extremely 
low pay scores of the 4-H men agents.
TABLE 5
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING PAY AS A FACTOR
OF JOB SATISFACTION AMONG LOUISIANA COOPERATIVE
EXTENSION AGENTS, 1974
Sex 4-H
Pay Satisfaction Mean Scores 
By Job Categories
Parish Area Overall
Male 6.6 10.9 11.4 9.7
Female 13.7 15.0 13.0 13.9
Overall 10.2 13.0 12.2 11.6
Fsex - 20.69 w/ 1 & 272 df Pc.Ol 
*job = 4.98 w/ 2 & 272 df P<.Q1 
^sex x job » 2.73 w/ 2 & 272 df NS
Another interesting observation Is the fact that the 4-H women 
agents were slightly more satisfied with the pay factor than their 
area agent counterparts.
The characteristics of pay with which all agents were most 
dissatisfied were: 51 per cent felt that income was not equitable 
to non-Extension jobs, 52 per cent felt that income was not related 
to performance, 60 per cent felt that income was not equitable for 
work required, and 44 per cent felt that they could barely live on 
income. For a complete analysis of the responses and percentage 
distributions for pay please refer to Appendix A.
Promotion. Table 6 presents the mean Job Description Index 
scores for the promotion factor. There was found to be no statis­
tically significant differences between the sexes or among the job 
categories for this variable.
TABLE 6
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING PROMOTION AS A
FACTOR OF JOB SATISFACTION AMONG LOUISIANA COOPERATIVE
EXTENSION AGENTS, 1974
Promotion Satisfaction Mean 
By Job Categories
Scores
Sex 4-H Parish Area Overall
Male 12.2 13.5 13.5 13.1
Female 15.3 15.6 10.9 13.9
Overall 13.8 14.5 12.2 13.9
Fsex - .57 w/ 1 & 272 df NS 
Fjob - 1.23 w/ 2 & 272 df NS 
^aex x job « 1.66 w/ 2 & 272 df NS
Although agents in all job categories are about equally 
satisfied with the promotion factor, over one-half felt the oppor­
tunity for promotions was somewhat limited. Some 40 per cent of all 
agents felt that promotions were not made on ability. Appendix A  of 
this study contains a detailed analysis of agent responses, by job 
category, to the promotion section of the Job Description Index.
Relative Satisfaction Levels. The relative mean satisfaction 
levels for the selected job factors within each of the six job 
categories is shown in Table 7. Although no effort was made in this 
study to determine the importance of these factors as contributors 
to job satisfaction, an analysis of these mean scale scores should be 
useful to supervisors in determining the various motives of agents and 
their relative strengths.
TABLE 7
RELATIVE MEAN SATISFACTION LEVELS FOR SELECTED JOB FACTORS 
WITHIN JOB CATEGORIES, LOUISIANA COOPERATIVE 
EXTENSION SERVICE, 1974
Mean Scores by Job Categories 
Job 4-H 4-H Parish Parish Area Area Overall
Factors Men Women Men Women Men Women
Work 2.02 2.22 2.32 2.35 2.38 2.41 2.26
Supervision 2.36 2.44 2.48 2.34 2.41 2.49 2.37
Co-worker 2.56 2.41 2.63 2.50 2.48 2.60 2.60
Pay .61 1.36 1.09 1.49 1.13 1.30 1.15




These data Indicate that agAnts in all job categories are from 
most to least satisfied with co-workers, supervision, work, promotion, 
and pay in this order. Only in the area women category were agents 
least satisfied with promotion.
Assuming that agents with a mean scale score of 1 were closer 
to dissatisfaction, it is evident that Extension agents were most 
dissatisfied with the pay and promotion factors.
Relationship of Selected Personal Characteristics to Job Satisfaction 
Data in this section examines the .relationship strengths 
between agent's age, Extension tenure, job tenure, years since last
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promotion, salary difference, and satisfaction with the various job 
factors. These examinations are presented first for all agents 
followed by each agent category.
All Agents. The correlation coefficients between these 
personal characteristics and the selected job factors for all Exten­
sion agents are presented in Table 8 . These data indicate that age 
was positively correlated (P<.01) only with the work and pay factors. 
Age is positively correlated with overall job satisfaction at the 
.05 level.
TABLE 8
RELATIONSHIPS BETWEEN SELECTED FACTORS OF JOB SATISFACTION AND 
PERSONAL CHARACTERISTICS OF ALL AGENTS, LOUISIANA 
COOPERATIVE EXTENSION SERVICE, 1974
Correlation Coefficients 
Agent Characteristics
Job Factors A ET JT YP SD
Work .24** .17** .09 .14* -.17**
Supervision .05 .04 -.03 -.03 -.14*
Co-worker .10 .11 .09 .08 -.14*
Pay .15** .11 .15** .19** -.54**
Promotion -.03 -.05 .04 .16** -.22**
Overall .14* .11 .09 .14* -.33**
** P<. Q1 
* P<. 05
Extension tenure Is positively correlated (P<»01) only with 
the work factor. Job tenure or years worked in present job is 
positively correlated (F<.01) only with the pay factor. Neither of 
these characteristics are significantly correlated with overall job 
satisfaction.
The years since last promotion is positively correlated with 
pay and promotion (P<.01) and also with work (P<.05). The high 
positive correlation of this variable with pay indicates that agents 
may associate promotions with increased pay. It was Interesting that 
this variable was not correlated with supervision. This Indicates 
that promotions are perhaps perceived by agents as a function of 
organizational policy and not a supervisory function. This observa­
tion gains validity when the relatively low promotion satisfaction 
score is considered.
The salary difference variable is negatively correlated 
(P<.01) with work, pay, and promotion and with supervision at the 
.05 level. It is also negatively correlated (P<. 01) with overall 
job satisfaction. These negative correlations for salary differences 
indicate that as agents feel that the discrepancy between what their 
Income is and what they feel it ought to be becomes less, their joh 
satisfaction level increases. This certainly substantiates the 
income equity theory.
4-H Men Agents. Table 9 presents the correlation coefficients 
between the selected personal characteristics and job factors for 
4-H men agents. These data indicate that age is not significantly 
correlated (statistically) with any factor of job satisfaction. It
does indicate, however, that both Extension tenure and job tenure 
are negatively correlated (P<.01) with promotion. This indicates 
that as 4-H men agents' tenures in Extension and in the 4-H job 
increase their satisfaction with the promotion factor becomes less.
TABLE 9
RELATIONSHIPS BETWEEN SELECTED FACTORS OF JOB SATISFACTION AND 
PERSONAL CHARACTERISTICS OF 4-H MEN AGENTS, LOUISIANA 




A ET JT YP SD
Work .07 -.04 .01 .02 -.12
Supervision -.14 -.22 -.20 -.12 -.24
Co-worker i • o u> -.14 -.13 -.09 -.36**
Pay .06 -.03 -.04 -.30* -.43**
Promotion -.24 -.37** -.36** -.21 -.23
Overall -.09 -.23 -.21 -.17 -.36**
** F<.01 
* P<.05
The years since last promotion variable is negatively correlated 
(P<.05) only with the pay factor. The salary difference variable is 
negatively correlated (P<.Q1) with the pay and co-worker factors.
This correlation with pay is obvious but the negative correlation with 
co-workers presents an interesting observation. This suggests that 
as the 4-H men agents' salary discrepancy becomes greater they become
less satisfied with their co-workers.
4-H Women Agents. Table 10 presents the correlation coeffic­
ients between selected personal characteristics and job factors for 
4-H women agents. These data indicate that none of the personal 
characteristics are significantly correlated with overall job satis­
faction. They further indicate that age, job tenure, and years since 
last promotion are positively correlated (P<.05) with the promotion 
factor. The salary difference variable was negatively correlated with 
the pay factor.
TABLE 10
RELATIONSHIPS BETWEEN SELECTED FACTORS OF JOB SATISFACTION AND 
PERSONAL CHARACTERISTICS OF 4-H WOMEN AGENTS, LOUISIANA 




A ET JT YP SD
Work .18 .08 .04 .06 -.23
Supervision -.10 -.08 -.05 .09 .05
Co-worker .02 .14 .13 .14 -.18
Pay .07 .15 .19 .24 -.53**
Promotion .32* .22 .29* .32* .06
Overall .12 .15 .18 .26 -.25
** P<,Q1 
* P<.05
Parish Men Agents. Correlation coefficients between the 
selected personal characteristics and job factors for parish men
agents are shown in Table 11. These data indicate that the age varia­
ble is positively correlated (P<,05) with only the pay factor.
Extension tenure is not significantly correlated with job satisfaction. 
Job tenure is positively correlated with the pay satisfaction factor. 
The years since last promotion variable is positively correlated with 
pay (P<.01) and with promotion (PC.05) satisfaction factors. Salary 
difference is negatively correlated (P<.01) with the pay factor.
TABLE 11
RELATIONSHIPS BETWEEN SELECTED FACTORS OF JOB SATISFACTION AND 
PERSONAL CHARACTERISTICS OF PARISH MEN AGENTS, LOUISIANA 




A ET JT YP SD
Work .07 .03 .02 .15 -.15
Supervision .05 .08 .04 .07 -.18
Co-worker .09 .12 .14 .20 -.21
Pay .24* .14 .29** .37** -.40**
Promotion -.09 -.09 .10 .29* -.22
Overall .10 .09 .17 .30** -.33**
** PC. 01 
* PC. 05
The years since last promotion and salary difference variables 
are the personal characteristics that are significantly correlated 
(PC.Q1) with overall job satisfaction in this agent job category.
Parish Women Agents. Table 12 presents the correlation 
coefficients between the selected personal characteristics and job 
factor for parish women agents. Data indicate that the age, job 
tenure, and years since last promotion variables were not correlated 
significantly with the Job satisfaction factor. Extension tenure 
is shown to be positively correlated with the promotion factor.
TABLE 12
RELATIONSHIPS BETWEEN SELECTED FACTORS OF JOB SATISFACTION AND 
PERSONAL CHARACTERISTICS OF PARISH WOMEN AGENTS, LOUISIANA 




A ET JT YP SD
Work .15 .15 .Ob .04 -.21
Supervision .10 .12 -.06 -.15 -.24*
Co-worker .22 .22 .08 -.03 -.06
Pay .22 .19 .13 .08 -.60**
Promotion .17 .28* .19 .18 -.19
Overall .25* .28* .11 .01 0.34**
** P<.01 
* P<.05
It is interesting to note that the 4-H. women category also showed 
a positive correlation between these variables. This indicates that 
as these agents' tenure in Extension Increase their promotion satis­
faction levels also increase. This observation also suggests that
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these women agents may be either experiencing promotions to higher 
titles quicker than their men counterparts or that promotions are not 
as important a variable to them as they are for men agents. The 
salary difference variable is shown to be negatively correlated with 
pay (P<.01) and supervision CP<*Q5) satisfaction. This negative 
correlation between salary difference and supervision for this cate­
gory of agents indicates that as the salary difference variable 
becomes greater, agent satisfaction with supervision becomes less.
This suggests that these agents feel that saiary determination and 
the fact that theirs is less than desired are functions of supervision.
Area Men Agents. The data in Table 13 indicate that age, job 
tenure, and years since last promotion are not significantly 
correlated (P<.05) with any of the job satisfaction factors. The 
Extension tenure variable is shown to be negatively correlated (P<.01) 
with the promotion factors. This indicates that as tenure for these 
agents increased they became less satisfied with the promotion 
factor. The salary difference variable is also shown to be negatively 
correlated with the pay (P<.01) and promotion (P<.05) factor. Only 
this variable is significantly correlated with overall job 
satisfaction.
TABLE 13
RELATIONSHIPS BETWEEN SELECTED FACTORS OF JOB SATISFACTION AND 
PERSONAL CHARACTERISTICS OF AREA MEN AGENTS, LOUISIANA 




A ET JT YP SD
Work .04 -.16 -.16 -.09 -.27
Supervision .17 -.01 -.01 -.10 -.16
Co-worker -.04 -.09 .02 .03 • o o
Pay .05 -.17 -.29 -.23 -.67**
Promotion <3-CSIai -.43** -.11 -.11 -.37*
Overall i • o i-* -.25 -.13 -.13 -.39*
** P<.01 
* P<. 05
Area Women Agenta. The correlation coefficients between the 
selected personal characteristics and job factors for area women 
agents are shown in Table 14. These data indicate that the salary 
difference variable is the only one that was significantly correlated 
(statistically) with any job factor. It is shown to be negatively
correlated (P<.05) with the pay and supervision factor. As with the 
other two women agent categories this negative correlation with the 
supervision factor suggests that women agents could be associating 
their salary differences with their supervisors.
TABLE 14
RELATIONSHIPS BETWEEN SELECTED FACTORS OF JOB SATISFACTION AND 
PERSONAL CHARACTERISTICS OF AREA WOMEN AGENTS, LOUISIANA 
COOPERATIVE EXTENSION SERVICE, 1974
Correlation Coefficients 
Agent Characteristics
Job Factors A ET JT YP SI
Work. .44 .25 .34 -.13 .42
Supervision -.01 .03 o*i .02 .62*
Co-worker .14 .36 .13 .26 -.34
Pay -.05 .08 .03 -.18 -.59*
Bromotion o(O•I -.17 -.14 -.13 .10
Overall .03 .21 .10 -.01 0 .1
* P<.05
Need-Deficiency 
The need-deficiency scores used in this study reflect the 
differences between "should be" and "is now" responses to 13 differ­
ent questions relating to specific need types. Thus the larger the 
differences the greater the need-deficiency. The questions were 
presented in random order but were later classified as measuring five 
types of needs: social, security, esteem, autonomy, and self- 
actualization. A detailed presentation of the responses, by job 
category, is presented in Appendix B.
Total NSed-Deflciertcy
The total need-deficiency scores were obtained by summing all
deficiencies for all agents irrespective of need type. Table 15 
presents the mean Porter Need Satisfaction Questionnaire deficiency 
scores for total need-deficiency. The 2 x 3  factorial analysis of 
variance test of these data indicates that the total need-deficiency 
levels between male and female agents were not significantly differ­
ent at the .05 level of probability. It does indicate that total 
need-deficiency levels among the job categories were significant 
(P<.01). Mean scores for the various job categories Indicate that 
the highest need deficiency is found within the 4-H agent category; 
the lowest is found among the area agents.
TABLE 15
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING TOTAL NEED-DEFICIENCY 
AS A FACTOR OF JOB SATISFACTION AND MOTIVATION AMONG LOUISIANA 
COOPERATIVE EXTENSION AGENTS, 1974
Total Need-Deflclency Mean Scores 
By Job Categories
Sax ' * ' 4 - H ____________Parish___________ Area_____ Overall
Male 16.8 11.4 11.9 13.4
Female 14.9 12.2 8.8 12.Q
Overall 15.8 11.8 10.4 13.1
#«ex « .91 v/ 1 & 272 df NS 
Jjoh m 5.38 v / Z &  272 df P<.01 
*aex x Job " .75 w/ 2 & 272 df NS
Although this macro-analysis is useful to supervisors, greater 
insights and utility can be gained through a micro-analysis focusing
on Individual need types. This study proceeds with such an examin­
ation on a need-by-need basis.
Security. Table 16 presents the mean FNSQ scores for the 
security need. The factorial analysis of variance test revealed that 
the security mean scores between the male and female agents were not 
statistically significant at the .05 level.
TABLE 16
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING SECURITY NEED- 
DEFICIENCY AS A  FACTOR OF JOB SATISFACTION AND MOTIVATION 
AMONG LOUISIANA COOPERATIVE EXTENSION AGENTS, 1974
sex
Security Need-Deflciency Mean Scores 
By Job Categories 
4-H Parish Area Overall
Male .96 .53 .94 .81
Female 1.21 .61 .62 r-4GO•
Overall 1.09 .57 .77 .80
*«sx - .00 v/ 1 & 272 df NS 
Fjob - 5.00 w/ 2 & 272 df P-C01 
Fsex x job - .76 w/ 2 & 272 df NS
It does Indicate that significant differences (P<.01) exist among 
the means for the three job categories. These differences are In the 
direction of the 4-H agent category as Indicated by the high security 
need-deficiency mean score. Although not statistically significant, 
It Is evident that the female 4-H agents have somewhat higher 
security need-deficlencles than their male counterparts. Another
Interesting observation Is the fact that area agents have greater 
security need-deficiencies than do their parish counterparts.
Although not within the scope of this study, It would be 
helpful to learn just what aspects of the 4-H and area jobs con­
tribute to this security need-deficiency.
Social. The mean PNSQ deficiency scores for the social need 
are shown In Table 17. There was found to be no statistically sig­
nificant differences between the sexes or among the job categories 
for this need type.
TABLE 17
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING SOCIAL NEED-
DEFICIENCY AS A FACTOR OF JOB SATISFACTION AND MOTIVATION 
AMONG LOUISIANA COOPERATIVE EXTENSION AGENTS, 1974
Social Need-Deflciency Mean Scores 
By Job Categories
Seat_______  4-H Pariah Area  Overall
Male 1.06 ■ 00 1.35 1.08
Female 1.11 1.40 .92 1.15
Overall 1.08 1.12 1.14 1.12
^sex - .09 w/ 1 & 272 df NS
*job ■ .02 w/ 2 & 272 df NS
*sex x job - 1.72 w/ 2 & 272 df NS
Esteem* Table 18 presents the mean PNSQ deficiency scores for 
the Esteem need. The factorial analysis of variance testa Indicate 
that no significant differences existed between the sex group, but 
there Is a significant difference (P<.05) among the job categories.
Again, Che 4-H agent category Is shown Co have the highest esteem 
need-deficiency. Within this category the 4-H male agent's esteem 
need-deficiency is somewhat higher than his female counterpart. 
Through an examination of the esteem discrepancies for 4-H agents, 
it is shown that male agents tend to feel that the prestige of their 
job position is not highly- regarded by others in the Extension 
Service. Female agents, on the other hand, feel that the prestige 
of their jobs is not highly regarded by others outside of the 
Extension Service. (See Appendix B.)
TABLE 18
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING ESTEEM NEED- 
DEFICIENCY AS A  FACTOR OF JOB SATISFACTION AND MOTIVATION 
. “■ AMONG LOUISIANA COOPERATIVE EXTENSION AGENTS, 1974
Esteem Need-Deficiency Mean Scores 
By Job Categories
Sex____________ 4-H   Parish_______Area Overall
Male 4.58 2.76 3.12 3.49
Female 3.70 3.29 3.00 3.33
Overall 4.14 3.02 3.06 3.44
#sex « .11 v/ 1 & 27l df NS 
Jjob - 3.48 w/ 2 & 272 df P<.05 
®aex x Job ■ 1.29 v/ 2 & 272 df NS
Autonomy. The mean PNSQ deficiency scores for the autonomy 
need la shown in Table 19. The factorial analysis of variance test 
indicated that no significant difference existed between male and 
female agents' autonomy need-deficiencies. There was a significant
difference (P<.01) among the job categories. The mean scores for 
the various job categories indicate that area agents have consider­
ably less autonomy need-deficiency than do agents in the 4-H and 
parish categories.
TABLE 19
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING AUTONOMY NEED- 
DEFICIENCY AS A FACTOR OF JOB SATISFACTION AND MOTIVATION 
AMONG LOUISIANA COOPERATIVE EXTENSION AGENTS, 1974
Autonomy Need-Deflciency Mean Scores 
By Job Categories
Sex 4-H Parish Area Overall
Male 5.91 4.27 3.56 4.58
Female 5.07 4.06 1.92 3.68
Overall 5.49 4.17 2.74 4.47
fsex « 2.46 w/ 1 & 272 df NS 
Fjob = 6.84 w/ 2 & 272 df P<.01 
^sex x job » .50 w/ 2 & 272 df NS
Generally, the items contributing to the high autonomy need- 
deficiencies for 4-H and parish agents are: the authority connected 
with their job position, the opportunity for participation in goal 
setting, the opportunity for participation in determination of 
methods and procedures, and the opportunity for independent thought 
and action. The area agents generally registered lower autonomy 
discrepancies on these items than did their 4-H and parish counter­
parts. (See Appendix B.)
Self-actualization. Table 20 presents the mean PNSQ deficiency 
scores for the self-actualization need. The factorial analysis of 
variance test indicated no significant difference Q?<. 05) between 
the male and female agent groups. There was, however, a significant 
difference (P<.01) among the job categories. The highest self- 
actualization need-deficiency was found In the 4-H agent category with, 
the male 4-H agents showing a higher deficiency than their female 
counterparts. The opportunity for personal growth and development 
was shown by 4-H men agents as the item contributing most to their 
eelf-actuallzatlon need-deficiency. The 4-H women agents Indicated 
the feeling of worthwhile accomplishment In their jobs as contrib­
uting most to this deficiency. (See Appendix fi.)
TABLE 20
A COMPARISON OF SEX TO JOB CATEGORY CONSIDERING SELF-ACTUALIZATION 
NEED-DEFICIENCY AS A FACTOR OF JOB SATISFACTION AND MOTIVATION 
AMONG LOUISIANA COOPERATIVE EXTENSION AGENTS, 1974
Self-actualization Need-Deflciency
' Mean Scores by Job Categories
Sex 4-H Parish Area Overall
Male 4.23 2.90 2.94 3.36
Female 3.7Q 2.82 2.31 2.94
Overall 3.96 2.86 2.62 3.24
t'sex * .93 V/ 1 & 272-dfVlS 
*joh - 4.49 v/ 2 & 272 df P<01 
*aex x Job « .21. w/ 2 & 272 df NS
Relative Need-Diserepancies Levels. Table 21 presents the 
relative mean need-discrepancy levels for the various need types 
within each of the job categories. Since each need type contained 
a different number of questions for agents to respond to, the mean 
need-deficiency score for each type does not accurately reflect the 
hierarchy of need-deficiencies within the job categories. By adjust­
ing the total need discrepancy for each need type by the number of 
questions referring to that need type the relative need-discrepancy 
levels within a job category can be portrayed.
TABLE 21
RELATIVE MEAN NEED-DISCREPANCY LEVELS FOR SELECTED NEED TYPES 

















Security .96 1.22 .44 .61 .94 .62 .80
Social 1.09 .54 .40 .70 .66 .46 .52
Esteem 1.53 1.30 .85 1.12 1.09 1.00 1.17
Autonomy 1.48 .96 1.07 1.04 .90 .48 1.14
Self-
actualization
1.43 1.21 .95 .93 1.00 .77 1.07
Need-Discrepancy Scale
Minimum 0 1 2 3 4 5 6 Maximum
The data contained In this table Indicate that need- 
dlscrepancles for the various need types do not occupy the same 
hierarchy ranking across the different job categories. From the 
least need-deflclency to the greatest, the hierarchy ranking 
considering all job categories Is social, security, self-actualization, 
autonomy, and esteem.
Relationship of Selected Personal Characteristics to Need-Deflciency
This section endeavors to examine the relationship strengths 
between personal characteristics such as age, Extension tenure, job 
tenure, years since last promotion, and salary difference and the 
levels of need-deficiency for the various types of needs. First, 
a macro-examination is made of these variables for all Extension 
agents. Then, examinations are made for each of the six job . 
categories.
All Agents. Table 22 shows the correlation coefficients 
between selected personal characteristics and job factors. These 
data indicate that age, Extension tenure, job tenure, and years 
since last promotion are negatively correlated (P<.01) with overall 
need-deficiency. Salary difference, on the other hand, was positively 
correlated (P<.01) with overall need-deficiency. This positive 
correlation for salary difference shows that salary differences and 
need-deficiencies tend to occur and to vary together.
Looking at the specific characteristics in relationship to 
specific need types, these data indicate that age was negatively 
correlated with all need types except social. .Extension tenure, job 
tenure, and years since last promotion are negatively correlated
with all need types except social and autonomy. Salary difference 
is not correlated significantly with the social and security need 
types but Is with the higher order needs of esteem, autonomy, and 
self-actualization. This tends to validate earlier findings show­
ing pay as the job factor agents are most dissatisfied with and 
esteem and autonomy as the need types with the greatest deficiency.
TABLE 22
RELATIONSHIPS BETWEEN SELECTED NEED-DEFICIENCY TYPES RELATED TO JOB 
SATISFACTION AND MOTIVATION AND PERSONAL CHARACTERISTICS OF ALL 
AGENTS, LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Correlation Coefficients 
Agent Characteristics
Need Types A ET JT YP SD
Security -.26** -.21** -.17** -.19** .08
Social -.02 -.01 -.03 -.09 .09
Esteem -.23** -.21** -.21** -.21** .19**
Autonomy -.14* -.07 -.08 -.10 .18**
Self-Actualization -.19** -.15* -.14* -.20** .13*
Overall -.21** -.16** -.17** -.20** .19**
** P<.Q1 
* P<.Q5
4-H Men Agents. Table 23 presents the correlation coefficients 
between selected personal characteristics and need types for 4-H men 
agents. These data indicate that only Extension tenure is signifi­
cantly correlated (P<.05) with the overall need-deficiency of the
4-H men agents. Looking at specific need types, however, It Is 
shown that age, Extension tenure, and job tenure are positively 
correlated (P<.01) with the social need type. This Indicates that 
as men 4-H agents stay In this job position longer their social 
need-deficiency level tends to become higher. This was shown not 
to he true for all agents In the previous table. This observation, 
however, Is supported by the trLgh social need-discrepancy level 
for 4-H men agents in Table 21.
TABLE 23
RELATIONSHIPS BETWEEN SELECTED NEED-DEFICIENCY TYPES RELATED TO JOB 
SATISFACTION AND MOTIVATION AND PERSONAL CHARACTERISTICS 0F 4-H 




A ET JT YP SD
Security .00 .09 .06 .25 .24
Social .34** .45** .43** .17 -.01
Esteem .11 .12 .02 .3.2 .27*
Autonomy .11 .27* .24 .25 .01
Self-Actualization .06 .18 .13 -.06 .01
Overall .14 .28* .21 .18 .13
** P<.01 
* P<.05
These data also indicate that a strong relationship exists 
between the salary difference variable and the esteem need type for 
4-H men agents.
4-H Women Agents. Correlation coefficients between selected 
personal characteristics and need-types for 4-H women agents are 
presented in Table 24. These data indicate that only Extension 
tenure and job tenure are negatively correlated Q?<.05) with the 
autonomy need type. This suggests that as these agents stay in this 
job position longer the opportunity for participation in the determi­
nation of methods and procedures and the authority connected with 
their job does not increase as they feel it should.
TABLE - 24 ■
RELATIONSHIPS BETWEEN SELECTED NEED-DEFICIENCY TYPES RELATED TO JOB 
SATISFACTION AND MOTIVATION AND PERSONAL CHARACTERISTICS OF 4-H
WOMEN AGENTS, LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Correlation Coefficients
Agent Characteristics
Need Types A ET JT IP SD
Security -.18 -.20 -.21 -.15 -.13
Social -.06 -.15 -.18 -.09 .03
Esteem -.20 -.23 -.25 -.20 -.09
Autonomy -.24 -.30* -.32* -.22 -.14
Self-Actualization -.15 -.26 -.21 -.14 -.04
Overall -.22 -.30* -.30* -.21 -.10
* P<.05
The lack of a significant relationship (statistically) between 
these personal characteristics and the various need types for 4-H 
women agents could suggest that either other personal characteristics
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are associated with their need-deficiency or that these young women 
look outside their jobs for need-fulfillment. As indicated in Table 
21, these agents have a relatively high security need-deficiency; 
however, this deficiency is not significantly related to any of 
the variables Included in this study.
Parish Men Agents. Table 25 presents the correlation 
coefficients between selected personal characteristics and need 
types for parish men agents. These data indicate that significant 
relationships exist between the years since last promotion and 
salary difference variables and overall need-deficiency for these 
agents.
TABLE 25
RELATIONSHIPS BETWEEN SELECTED NEED-DEFICIENCY TYPES RELATED TO JOB 
SATISFACTION AND MOTIVATION AND PERSONAL CHARACTERISTICS OF 





A ET JT YP SD
Security -.21 -.15 -.21 -.28* .03
Social .07 .04 H•i I • i-* .11
Esteem -.15 -.12 -.24* -.28* .30**
Autonomy .12 .11 -.15 -.23 .29*
Self-Actualization -.03 -.03 -.16 -.28* .17
Overall -.01 •-t0e1 -.22 -.30** .26*
**P<.01 *p<.05
On a need-by-need basis it is indicated that the agent's 
security, esteem, and self-actualization needs are negatively 
correlated with the number of years since his last promotion. As 
the number of years increase since being promoted, agent's esteem, 
security, and self-actualization need-deficiency become greater.
The job tenure variable also functions in the same manner with the 
esteem need. The salary difference variable is positively correlated 
with the esteem and autonomy need-deficiency levels. This indicates 
that greater salary differences are associated with greater esteem 
and autonomy need-deficiencies.
Parish Women Agents. Table 26 presents the correlation 
coefficients between the selected personal characteristics and need- 
deficiency types for parish women agents. These data Indicate 
statistically significant relationships between age, Extension 
tenure, salary difference, and overall need-deficiency.
Age is negatively correlated (P<.01) to security, esteem, and 
self-actualization need types. This indicates that higher deficiencies 
of these need types are associated with the younger agents in this 
group. Extension tenure is significantly related to need-deficiencies 
of the social, security, esteem, and self-actualization types. Again, 
the negative nature of this relationship indicates that as tenure 
increases these need-deficiencies decrease. Job tenure and years 
since last promotion are shown to be significantly related only to 
esteem. This negative correlation suggests that as tenure in the 
job position and years since last promotion increase the esteem 
deficiency level of these agents decreases. This further suggests
that promotions may not he viewed by these women agents as being 
critical to their esteem fulfillment. Salary difference is positively 
correlated with esteem, autonomy, and self-actualization need- 
def iciencies. This relationship suggests that smaller salary 
differences are closely associated with smaller higher order need- 
def iciencies.
TABLE 26
RELATIONSHIPS BETWEEN SELECTED NEED-DEFICIENCY TYPES RELATED TO JOB 
SATISFACTION AND MOTIVATION AND PERSONAL CHARACTERISTICS OF 





A ET JT YP - SD
Security -.31** -.34** -.25* -.22 .11
Social ■ -.15 -.25* -.13 -.13 .13
Esteem -.36** -.47** -.32** -.27* .26*
Autonomy -.14 -.12 ©•i .01 .31**
Self-Actualization -.31** -.33** -.18 -.17 .28*
Overall -.32** -.37** -.22 t • 00 .30*
**P<.01 
*P<.05
Area Men Agents. The correlation coefficients between the 
selected personal characteristics and need-deficiencies for area 
men agents indicate (Table 27) that only the salary difference variable 
is significantly related to need-deficiency of these agents. This
negative correlation suggests that larger salary differences are
related to higher social and autonomy need-defIciencies.
TABLE 27
RELATIONSHIPS BETWEEN SELECTED NEED-DEFICIENCY TYPES RELATED TO JOB 
SATISFACTION AND MOTIVATION AND PERSONAL CHARACTERISTICS OF AREA




A ET JT YP SD
Security -.14 .11 .17 .02 .31
Social -.02 .22 .18 -.04 .41*
Esteem -.12 .07 -.10 -.05 .14
Autonomy -.19 .11 .16 .01 .44**
Self-Actualizatlon -.11 .20 -.04 -.02 .32
Overall -*15 .16 .07 -.02 .38*
**P<.01
*P<.05
Area Women Agents. The correlation coefficients between 
selected personal characteristics and various need-defIciencies for 
area women agents indicate (Table 28) that security need-deficiencieB 
are only significantly related to the age, Extension tenure, and 
salary difference variables.
TABLE 28
RELATIONSHIPS BETWEEN SELECTED NEED-DEFICIENCY TYPES RELATED TO JOB 
SATISFACTION AND MOTIVATION AND PERSONAL CHARACTERISTICS OF AREA 




A ET JT YP SD
Security -.58* -.63* -.04 -.12 .57*
Social -.02 -.10 -.09 -.02 .03
Esteem -.26 .12 -.03 .42 .37
Autonomy -.33 -.05 -.37 .01 -.25
Self-Actualization -.18 -.02 .14 .36 -.23
Overall -.34 -.07 -.11 -.26 .04
*P<.05
Work Motivation Sources 
The previous sections of this study examined various extrinsic 
factors of the job and Intrinsic needs of the.individual in efforts to 
gain greater insights to agent satisfaction and work motivation. This 
section continues this effort by determining which of thirteen 
different job characteristics agents perceive as having more Impor­
tance for their effects on motivation in job effort. Proceeding with 
the assumption that "motivators" and "satisfiers" are not uni- 
dimensional and independent but vary according to sex, job level, etc., 
the importance of these job factors will be determined first for 
all agents and then for each job category.
All Agents
The median rank and rank order of the thirteen job characteris­
tics according to their perceived importance by all Extension agents 
are shown in Table 29. These 278 agents ranked doing the kind of work 
I like, getting along with the people with whom I work, being res­
ponsible (and accountable) .for all or nearly all aspects of my job . 
assignment, and having the opportunity to take part in making decisions 
which affect my work as most important In their effects on motiv­
ation In job efforts. It is important to point out that work itself 
was ranked as having the most important effect on increased work 
efforts. This is an extrinsic factor while the other characteris­
tics ranked as most important are intrinsic, relating to the social 
and autonomy needs.
Another interesting observation in these data is the fact 
that, although agents showed the greatest dissatisfaction with payi
and promotion earlier, they failed to give these characteristics much 
importance as motivators to work*
4-H Agents
Table 30 presents the median rank and rank order of the 
thirteen selected job characteristics by 4-H men and women agents.
These agents were fairly consistent in their ranking with one major 
exception. .The 4-H men agents listed among their four most important, 
being rewarded for good work with extra pay, whereas their female 
counterparts ranked this variable last. Both groups ranked doing the 
kind of work I like to do as most Important. Other items on which 
they were in agreement were, having the opportunity to take part in
TABLE 29
RANK-ORDER OF SELECTED JOB CHARACTERISTICS ACCORDING TO THEIR PERCEIVED 
IMPORTANCE IN INCREASING WORK EFFORT BY ALL AGENTS, LOUISIANA 
COOPERATIVE EXTENSION SERVICE, 1974
Extension Agents Extension Agents
Job Characteristics Mean Rank Job Characteristics Mean Rank
e. Doing the kind of work which 4.03 1 m. Being kept informed about 7.12 7
I like to do things which affect my work
i. Getting along with the people 5.68 2 h. Having a capable and know­ 7.25 8
with whom I work ledgeable supervisor
d. Being responsible (and 5.69 3 c. Being rewarded for good work 7.40 9
accountable) for all or nearly with extra money payments
all aspects of my job
assignments 1. Being praised for a job well 8.48 10
done
g. Having the opportunity to 5.70 4
take part in making decisions a; Being faced with a difficult 8.49 11
which affect my work challenge in my job
f. Having accomplished a lot, 6.64 5 k. Being rewarded for good work 7.60 12
according to my own standards with a promotional opportunity
for accomplishments
j. Being given full credit for 8.95 13




RANK-ORDER. OF SELECTED JOB CHARACTERISTICS ACCORDING TO THEIR 
PERCEIVED IMPORTANCE IN INCREASING WORK EFFORT BY 4-H AGENTS, 
LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Men Women
Job Characteristics Mean Rank Mean Rank
e. Doing the kind of work which I like 3,9 1 2.8 1
to do
1. Getting along with the people 5.3 2 5.2 3
with whom I work
d. Being responsible (end accountable) 7.3 7 6.5 6
for all or nearly all aspects of my 
job assignments
g. Having the opportunity to take part 5.5 3 6,3 4
in making decisions which affect my work
f. Having accomplished a lot, according 7.0 6 5.1 2
to my own standards for accomplishments
b. Knowing what my supervisor expects 6.8 5 7.8 8
of me
m. Being kept informed about things 7.6 8 7.2 7
which affect my work
h. Having a capable and knowledgeable 7.7 9 7.1 6
supervisor
c. Being rewarded for good work with - 6.6 4 8.8 13
extra money payments
1. Being praised for a job well done 8.7 12 8.3 9 tie
a. Being faced with a difficult 7.8 10 8.3 9 tie
challenge in my job
k. Being rewarded for good work with a 8.0 11 8.6 11 tie
promotional opportunity
j. Being given full credit for work 8.9 13 8.6 11 tie
or suggestion
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making decisions which affect my work and getting along with the 
people with whom I work. Instead of being rewarded with extra money, 
the women agents included, having accomplished a lot according to 
my own standards for accomplishments, in their most important variables.
Again, it should be pointed out that the characteristics 
ranked most important as motivators by the 4-H men agents relate to 
the work and pay job factors and the social and autonomy need types. 
Four-H women agents selected characteristics relating to the work job 
factor and the self-actualization, social, and autonomy need types.
Parish Agents
Table 31 presents the median rank and rank order of the 
selected job characteristics according to their perceived importance 
for the parish agents. Both the parish men and women agents ranked, 
doing the kind of work I like to do, and having the opportunity to 
take part in making decisions which affect my work, as first and second, 
respectively. Other items selected as most important as work moti­
vators by the men agents were, getting along with the people with whom 
I work and being kept informed about the things which affect my work. 
Their women counterparts selected as third and fourth in importance, 
being responsible for aspects of my job assignment and knowing what 
my supervisor wants.
Relating these to the various job factors and need types it is 
evident that the men agents' choices refer to the work and supervision 
job factors and the Bocial and autonomy need types. The women's choices 
relate to the work and supervision job factors and the autonomy 
need type.
TABLE 31
RANK-ORDER OF SELECTED JOB CHARACTERISTICS ACCORDING TO THEIR 
PERCEIVED IMPORTANCE IN INCREASING WORK EFFORT BY PARISH 






e. Doing the kind of work which I like 
to do
4.6 1 4.5 1
1. Getting along with the people 
with whom I work
5.8 3 6.0 5
d. Being responsible (and accountable) 
for all or nearly all aspects of my 
job assignments
6.5 7 5.7 3
g. Having the opportunity to take part 
In making decisions which affect my work
5.5 2 5.5 2
f. Having accomplished a lot, according 
to my own standards for accomplishments
6.4 5 tie 6.8 7
b. Knowing what my supervisor expects 
of me
7.0 9 5.95 4
m. Being kept informed about things 
which affect my work
5.9 4 6.4 6
h. Having a capable and knowledgeable 
supervisor
6.9 8 7.1 8
c. Being rewarded for good work with 
extra money payments
6.4 5 tie 9.0 12
1. Being praised for a job well done 9.3 12 8.1 10
a. Being faced with a difficult 
challenge In my job
8.6 11 8.4 11
k. Being rewarded for good work with a 
promotional opportunity
7.2 10 7.9 9
j. Being given full credit for work 
or suggestion
9.6 13 9.4 13
Again, it is significant that these agents did not view the 
pay and promotion items as very important work motivators.
Area Agents
The median rank and rank-order of the thirteen selected job 
characteristics for the area agents are shown in Table 32. Both male 
and female agents ranked doing the kind of work I like to do as having 
the most important effect to motivation on job effort. The area men 
agents ranked, being rewarded for good work with a promotional 
opportunity, having the opportunity to take part in making decisions 
which affect my work, and being rewarded for good work with extra pay, 
respectively, as the most important work motivators. The women area 
agents ranked, being responsible for all aspects of ray job assignment, 
getting along with the people with whom I work, and having the 
opportunity to take part in making decisions which affect my work, as 
most important work motivators.
The men agents selected items which relate primarily to extrin­
sic job factors as work, pay, and promotion. The only one that ranked 
in the top four related to the autonomy need type. Area women agents 
ranked items that relate to the work, job factor, and the autonomy, 
and social need types.
The data presented in this section indicate that motivation 
to work opportunities are available through both job factors and agent 
needs. They also indicate that the work job factor and the autonomy 
need type are perceived by agents as the most important areas for 
work motivation.
TABLE 32
RANK-ORDER OF SELECTED JOB CHARACTERISTICS ACCORDING TO THEIR 
PERCEIVED IMPORTANCE IN INCREASING WORK EFFORT BY AREA 






e. Doing the kind of work which I like 
to do
3.7 1 4.1 1
1. Getting along with the people 
with whom I work
6.1 5 6.0 3
d. Being responsible (and accountable) 
for all or nearly all aspects of my 
job assignments
7.1 6 4.2 2
g. Having the opportunity to take part 
in making decisions which affect my work
5.76 3 6.4 4
f. Having accomplished a lot, according 
to my own standards for accomplishments
7.58 8 8.3 12
b. Knowing what my supervisor expects 
of me
8.4 12 7.0 6
m. Being kept informed about things 
which affect my work
7.3 7 7.2 7
h. Having a capable and knowledgeable 
supervisor
8.0 10 tie 6.6 5
c. Being rewarded for good work with 
extra money payments
5.8 4 7.5 9
1. Being praised for a job well done 8.0 10 tie 7.46 8
a. Being faced with a difficult 
challenge in my job
9.4 13 9.2 13
k. Being rewarded for good work with a 
promotional opportunity
5.7 2 8.2 11
j. Being given full credit for work 
or suggestion
7.6 9 8.1 10
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These data also Indicate that motivational variables do vary 
according to sex and job level and must be studied separately.
CHAPTER V
SUMMARY, FINDINGS AND CONCLUSIONS 
Summary
Significance of Study
The Louisiana Cooperative Extension Service exerts continual 
efforts to improve the efficiency and effectiveness of its educational 
amd developmental programs. Capable and productive personnel are 
essential to organizational efficiency. Recent changes in organ­
izational structure, resulting in narrower spans of management, 
were made to help facilitate these efforts.
Although other factors are involved in productivity, many feel 
that it is primarily a function of ability times motivation. The 
ability side of this equation is provided for through continual analysis 
of agent's knowledge and skill needs and satisfying these needs through 
various educational and training experiences. On the motivational 
side, it is desirous to have agents that are satisfied with their 
jobs and highly motivated to work. Although job satisfaction is not 
viewed the same as job motivation, it is important because of its high 
correlation with job turnover and absenteeism.
There is some agreement that human behavior, in general, and 
motivation to work, in particular, centers around the desire for need 
satisfaction. Therefore, the ability of Extension administrators and
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supervisors to correctly identify areas of job dissatisfaction, estimate 
psychological need—deficiencies of agents, make job adjustments, and 
correctly choose incentives Is the ultimate key to Increased job 
satisfaction, motivation and productivity.
Relatively little information Is available to assist Extension 
fiuhninistrators and supervisors in their role as "motivators" and 
"satisfiers". In this role they are faced with the task of determining 
and applying appropriate incentives for agents that vary according 
to age, sex, tenure, work category, salary, geographic work assign­
ment area, etc.
Thus, the major problem of concern in this study was the lack 
of specific information regarding Extension agents' job satisfaction 
and need-deficiencies.
Purpose of Study
The primary purpose of this study was to obtain detailed 
Information regarding job satisfaction, need-deficiencies and motiva­
tion of Extension agents which would be available for use by super­
visors to better deal with the motivational function of their personnel 
resource development efforts.
It was not the purpose of this study to attempt to prove, 
disprove, or develop new motivational theories or to test any research 
techniques. Rather, it was designed to utilize present theories and 





The primary objectives of this study were:
1. To determine the relative levels of satisfaction for five 
factors of the job (work, supervision, co-worker, pay and promotion) 
for agents in six job categories (4-H men, 4-H women, parish men, 
parish women, area men and area women).
2. To determine if there are significant differences between 
the levels of job satisfaction for each of the job factors across the 
six job categories.
3. To determine the relationship strength between the levels
of job satisfaction for each factor of the job in each job category and 
various selected independent variables (age, job tenure, Extension 
tenure, years since last promotion and differences in actual salary 
and desired salary),
4. To determine the relative need-deficiency levels for each
'X •
of five selected need classes (security, social, esteem, autonomy, 
and self-actualization) for agents in each of the six job categories.
5. To determine if there are significant differences between 
the five need types for each of the six job categories.
.6. To determine the strengths of relationship between the 
levels of need-deficiency of the five need types across the six job 
categories and selected independent variables Cage, job tenure, 
Extension tenure, years since last promotion and the difference in 
actual salary and desired salary).
7. To determine the hierarchlal ranking of selected sources 
of work motivation as perceived by agents in the six different job 
categories.
Methodology
Study Sample. The study population was the Louisiana Cooper­
ative Extension agents. Administrative, supervisory, and specialist 
personnel were not allowed to participate. Study data were solicited 
from all 321 agents who were on active duty at the time of the study. 
Data included in the study were obtained from two hundred and seventy- 
eight (N*278) agents or 86.3 per cent of the population.
This study sample was stratified for analytical purposes by 
sex and job category which yielded six sub-samples: 4-H men agents 
(N«53), 4-H women agents (N“46), parish men agents CN»70), parish 
women agents (N«62), area men agents (N=34), and area women agents 
(N-13).
Collection of Data. The data included in this study were 
collected by the use of a mail questionnaire containing four major 
sections: (a) demographic data, (b) Job Description Index, (c) Porter 
Need Satisfaction Questionnaire, and (d) perceived sources of work 
motivation.
The demographic section obtained information relative to the 
independent variables used in the study: age, Extension tenure, job 
tenure, years since last promotion, and salary difference or desired 
salary minus actual salary.
The Job Description Index was used to determine the job satis­
faction levels for each category of agents. Specifically, it was used 
to measure satisfaction over five factors of the job: the work itself, 
supervision, co-workers, pay, and promotion. Levels of satisfaction
for these factors were used as dependent variables across the six job 
categories. No claim is made that these five job factors are exhaus­
tive or orthogonal.
The descriptive words or adjective-phrase check lists were 
adapted to properly describe job conditions within the Extension 
Service.
The Porter Need Satisfaction Questionnaire is a thirteen-item 
scale and was used to measure the need-deficiencies for the psycholo­
gical need types: security, social, esteem, autonomy, and self- 
actualization. Need-deficiencies for these five.need types were also 
used as dependent variables across the six different job categories.
The section of the. questionnaire on perceived sources of work 
motivation was used to determine which of thirteen job characteristics 
or variables agents In each job category perceived as having more 
importance for their effects on motivation in job efforts.
Analysis of Data. The data obtained through the Job Description 
Index and Porter Need Satisfaction Questionnaire were analyzed to 
study the relative levels of job satisfaction and need-deficiency 
across the six different job categories. These data were examined 
at the macro or total job satisfaction and total need-deficiency levels 
for all agents and at the micro level. The micro level for job satis­
faction examined the satisfaction levels for five factors of the job 
across each of the six job categories. The micro level for need- 
deflclency examined need-deficiency levels for five need types across 
the six different job categories.
The analysis of variance (Z x 3 factorial) test was used to 
analyze these data. The calculated F statistic was used to determine 
If significant differences existed In these variables across the six 
job categories. The .05 level of probability was selected for 
determining whether or not statistically significant differences 
existed between variables tested.
The mean scale scores for the job satisfaction factors and 
need-deficiency types were used to determine If differences In levels 
of satisfaction and need-deficiency existed among these variables 
within each job category.
These data were further analyzed to determine the relationship;, 
strengths between these dependent variables and the following indepen­
dent variables: age, Extension tenure, job tenure, years since last 
promotion, and salary difference or desired salary minus actual salary. 
Correlation coefficients were used to determine whether statistically 
significant relationships existed between the variables tested at the 
.05 level of probability.
Findings
Job Satiafaction
The various macro and micro analyses of the job satisfaction 
and demographic data yielded the following findings:
1. There were no differences either between male and female 
or among agents in the various job categories, In levels of total 
job satisfaction.
2. There were significant differences in the levels of satis­
faction with the pay factor between male and female agents and among
the job categories (P<.0I). Male agents were less satisfied with 
pay than their female counterparts. Four-H men. agents were much more 
dissatisfied with the pay factor than any of their counterparts.
3. There were significant differences among the job categories 
in levels of satisfaction with the work factor (P<. 01). Four-H men 
agents were much more dissatisfied with the work content of their job 
than any of their counterparts.
4. There were no significant differences in levels of satis­
faction with the work, supervision, co-worker and promotion factors 
between male and female agents.
5. There were no significant differences in levels of satis­
faction with the supervision, co-worker and promotion factors either 
between sexes or among job categories.
6. There were differences in the comparative levels of 
satisfaction with the various job factors both within job categories 
and for all agents combined. Considering all agents, the rank order
of satisfaction was: pay, promotion, work, supervision, and co-workers. 
Agents were least satisfied with pay and most satisfied with co­
workers. This same ranking was consistent across all job categories 
with one exception, area women were less satisfied with promotion than 
pay.
7. Agents' satisfaction levels with the co-worker, supervision 
and work factors were relatively high and approached satisfaction. The 
pay and promotion satisfaction levels, however, were relatively low 
and approached dissatisfaction.
8. Considering all agents collectively there were positive 
correlations between overall job satisfaction and the variable of age
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and years since last promotion. There was a negative correlation 
between overall job satisfaction and the salary difference variable 
(P<.01).
9. Considering satisfaction levels with the various job 
factors for all agents the following relationships were found:
A. Work satisfaction was positively correlated with the 
age. Extension tenure, and years since last promotion 
variables and negatively correlated with the salary 
difference variable.
B. Pay satisfaction was positively related to age, job 
tenure, and years since last promotion and negatively 
correlated with the salary difference variable.
C. Promotion satisfaction was positively related to years 
since last promotion and negatively related to salary 
difference.
D. Supervision satisfaction was negatively related to 
the salary difference variable.
E. Co-worker satisfaction was negatively related to the 
salary difference variable.
10. Considering the overall job satisfaction/personal character­
istic relationships within job categories the fallowing significant 
relationships were found:
A. There were negative relationships between the salary 
difference variable and.job satisfaction levels for 4-H 
men, parish men, parish women, and area men agents (P<.01 
for all categories except area men). There were no
statistically significant relationships between these 
variables for 4-H and area women agents.
B. There was a positive relationship between years since 
last promotion and overall job satisfaction for parish 
men agents (P<.01).
C. There were positive relationships between the age and 
Extension tenure variables and job satisfaction for 
parish women agents.
11. There were wide variations in both the strengths and 
directions of relationship within the job categories between specific 
job factors and the selected personal characteristics. The most 
important of these relationships are as follows:
A. There were negative relationships between the promotion 
factor and the Extension and job tenure variables for 
4-H men agents (P<.01).
B. There was a negative relationship between co-worker 
satisfaction and the salary difference variable for 
4-H men agents (P<.01)
G. There were negative relationships between supervision 
satisfaction levels and the salary difference variable 
for parish and area women agents.
Heed-Deficiency
The various macro and micro analyses of the need-deficiency 
and demographic data yielded the following findings:
1. There was no significant difference in overall need- 
deficiency between male and female agents. There were significant
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differences in overall need-deficiency among the job categories (P<.01). 
The need-deficiency mean scores indicated that 4-H agents had the 
greatest need-deficiency.
2. There were significant differences in security need- 
deficiency levels among the job categories (P<.01). Security need- 
deficiency mean scores showed the 4-H agents to have the greatest 
deficiency. There was no significant difference between male and female 
agents in security need-deficiency.
3. There were no differences, either between sexes or among 
job categories, in social need-deficiency.
4. There were significant differences in esteem need-deficiency 
levels among the job categories (P<. 05). Four-H agents were shown
to have the greatest esteem need-deficiency. There was no difference 
in esteem need-deficiency between male and female agents.
5. There were significant differences in autonomy need- 
deficiency levels among the job categories (P<.01). Parish and 4-H 
agent categories had the greatest autonomy need-deficiencies. There 
was no difference in autonomy need-deficiency between male and female 
agents.
6. There were significant differences in self-actualization 
need-deficiency levels among the job categories (P<.01). The 4-H agent 
category was shown to have the greatest autonomy need-deficiency. There 
was no difference in autonomy need-deficiency levels between male and 
female agents.
7. There were differences in the comparative levels of defi­
ciency for the various need types. Considering all agents, the rank 
order of need-deficiency by need types was: Bocial, security,
self-actualization, autonomy, and esteem. Agents' greatest need- 
deficiency was in the esteem need type and the least was in the social 
need type. There were some variations from this rank order within 
each job category.
8. The level of overall need-deficiency for Extension agents 
was relatively small.
9. Considering all agents there are positive relationships 
between agents' overall need-deficiency and the variables: age, 
Extension tenure, job tenure and years since last promotion (P<.01) 
and a negative relationship between overall need-deficiency and the 
salary difference variable (P<.01).
10. Considering individual job categories, considerable 
variations were found in the relationships between overall need- 
deficiency levels and the selected personal characteristic variables.
A. For 4-H men agents there was a positive relationship 
between Extension tenure and overall need-deficiency.
B. For 4-H women agents there were negative relationships 
between Extension and job tenure and overall need- 
deficiency .
C. For parish men agents there was a negative relationship 
between the years since last promotion and overall 
need-deficiency (P<.01), and a positive relationship 
between salary difference and overall need-deficiency.
D. For parish women agents there were negative relationship 
between the age and Extension tenure variables and 
overall need-deflclency (P<.01), and a negative relation 
ship between salary difference and overall
need-deficiency.
E. For area men there was a positive relationship 
between salary difference and overall need-deficiency 
levels.
F. For area women agents there were no significant 
relationships between overall need-deficiency and 
the selected personal characteristics.
11. On the micro level there were many variations, within and 
between, job categories, both in the strength and direction of the 
specific need-type—deficiency/personal characteristic variable 
relationships. The more significant correlations were as follows:
A. For 4-H men agents there were positive relationships 
between social need-deficiency and the age, Extension, 
and job tenure variables (P<.01).
B. For 4-H and parish men agents and parish women agents 
there were positive relationships between esteem 
need-deficiency and the salary difference variable.
C. For parish men, parish women and area men agents 
there were significant relationships between autonomy 
need-deficiency levels and the salary difference 
variable.
D. For area women agents there was a significant relation­
ship between security need-deficiency levels and the 
salary difference variable.
E. For parish women agents there was a positive relation­
ship between self-actualization need-deflclency and 
the salary difference variable.
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F. For area men agents there was a positive relationship 
between social need-deficiency levels and the salary 
difference variable.
Work Motivation Sources
Efforts to gain greater insights into the agents' motives 
for increased job efforts were gained by having agents rank thirteen 
different job characteristics according to their perceived importance 
in effecting increased job efforts. The 278 agents ranking these 
items chose the following items as the four most important:
1. Doing the kind of work I like to do.
2. Getting along with the people with whom I work.
3. Being responsible (and accountable) for all or nearly all 
aspects of my job assignment.
4. Having the opportunity to take part in making decisions 
which affect my work.
Agents in each job category were consistent in choosing the 
work item as the most important in influencing motivation to work.
The next three items among the different job categories varied some­
what but generally they included the items listed above. Significant 
exceptions were:
1. Four-H and area men agents included the item, being rewarded 
for good work with extra pay.
2. Parish men agents included, being kept informed about things 
which affect my work.
3. Area men agents included in their top four items, being 
rewarded for good work with a promotional opportunity.
Conclusions
1. The Job Description Index and the Porter Need Satisfaction-. 
Questionnaire are useful instruments for measuring levels of job 
satisfaction and psychological need-deficiency, respectively, for 
Extension agents.
2. Extension administrators and supervisors can gain useful 
information from macro analyses of agents' job satisfaction and need- 
deficiency but they should examine these areas on the micro level
in order to determine existing needs and apply appropriate incentives 
for agents.
3. The extrinsic job factors and the intrinsic need types are 
not unl-dimensional. They do serve as both "satisfiers" and 
"motivators" but vary in the extent to which they affect job satis­
faction and motivation to work, according to the agent's sex and job 
category.
4. The greatest opportunity for enhancing the overall job 
satisfaction level for all agents is through the pay and promotion 
jab factors. Kale Extension agents are less satisfied with the pay 
factor than their female counterparts. Four-U men agents are less, 
satisfied than their male counterparts. It was also shown by the 
results of this study that the salary difference variable was sig­
nificantly related to job satisfaction and need-deficiency. As agents 
perceived greater inequities in their salaries they also exhibited 
less job satisfaction and greater need-deficiencles. These findings 
suggest that pay is much more critical for men than women agents,
and more critical for the young 4-H men agents than their older male 
counterparts.
The significance of the salary difference variable could be 
In the process through which the agent went to determine the actual 
amount of Inequity. Was it arrived at through judgements by the 
agent based on the equity theory? That is, was it based upon two 
ratios: my pay/others pay and my pay in my position/othere pay In 
their position. If this was the basis for establishing this variable 
and agents making these judgements didn't really know the actual 
salaries of his co-workers then his perception of inequity could have 
been totally inaccurate. Nevertheless, this inaccurate perception 
of inequity served as a motive for dissatisfaction and possibly lower 
work motivation. Standardized pay scales for job categories and 
tenure could possibly help eliminate this situation.
On the other hand, agents could have established the salary 
variable through the expectancy theory. That is, once all job tasks 
are successfully completed and the agents feel that they have done a 
superior job, they expect rewards— additional pay. If agents used 
this process and the additional rewards failed to follow, the salary 
difference variable gains a new dimension.
In situations where this process is prominently used, a salary 
adjustment system based on productivity could enhance job satisfaction 
and work motivation.
The findings of this study showed that agents' satisfaction with 
pay was relatively low and that the number of years since last promo­
tion variable was significantly related to both job satisfaction and 
need-deficiency. If promotional opportunities are a significant 
motive for job satisfaction and work motivation as suggested.by these
findings there could be considerable advantages to providing more 
promotional steps to all positions within the Extension Service.
5. Four-H agents in general and 4-H men agents specifically 
were less satisfied with the work content of their job than any 
other agents. Results of this study also showed that the 4-H man 
agent becomes less satisfied with his work as his Extension tenure 
increases. In addition to the job satisfying qualities of work itself, 
4-H agents perceived it as having the most important effect on their 
increased job efforts.
In light of some suggestions that the 4-H position be made a 
career position, and the above findings, some serious questions are 
raised. Are agents being selected for this position who have the 
proper training and aptitude for 4-H work and can the job's work 
content be changed enough to improve agents' satisfaction with it? 
Successful efforts along these lines could enhance the job satisfac­
tion levels and possibly reduce the job turnover rate in this job 
category.
G. Agents in all job categories were found to be equally 
satisfied with the supervision factor of job satisfaction. This 
suggests that narrower spans of supervision on some agent categories 
has not adversely affected the levels of satisfaction for the super­
visory factor. Results of this study indicate that many agents would 
like more supervision.
7. Agents in the 4-H job category had the highest overall need- 
deficiency of all other job categories. The findings of this study 
also showed that increasing need-deflciencles for these agents was not 
related to age but was related positively to Extension tenure.
In light of these findings Extension.supervisors should give 
increased attention to the selection and application of appropriate 
incentives that relate to the specific psychological needs of agents 
.in this work category.
8. The results of this study showed that agents' greatest 
psychological needs were the higher order needs of esteem, autonomy, 
and self-actualization.
This suggests that administrators and supervisors should: 
choose and implement activities that would increase the prestige of 
agents with others both within and outside the Extension Service, 
increase the authority connected with the various job positions, 
increase the opportunities for agents to participate in making dec­
isions on matters which affect their jobs and provide means, through 
feedback mechanisms., of giving agents a feeling of worthwhile 
accomplishment after successfully completing tasks.
9. The most significant of the independent variables included 
in this study was the perceived salary inequity or salary difference 
variahle. It was shown that higher perceived salary Inequities were 
associated with lower job satisfaction levels and high need- 
deficiencies.
The findings of this study Indicate that both job satisfaction 
and motivation to work can be enhanced by reducing the agents' feeling 
of salary inequity regardless of whether it is real or imaginary.
IQ. The results of this study showed that the relative levels 
of agents' job satisfaction waB high and need-deficiency was low.
From this it was concluded that the Extension agents' job is generally 
satisfying and fulfilling.
11. Additional research should be undertaken to corroborate 
the findings of this study and to determine the causation factors 
of the significant relationships found.
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THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE WORK
SECTION OF THE JOB DESCRIPTION INDEX BY ALL AGENTS, LOUISIANA








Interesting 270 97.1 3 l.l 5 1.8
Satisfying 255 9i.7 9 3.2 14 5.0
Boring 6 2.2 263 94.6 9 3.2
Varied 265 95.3 8 2.9 5 1.8
Creative 236 84.9 9 3.2 33 11.9
Respected 236 84.9 11 4.0 31 11.2
Requires personal time 265 95.3 10 3.6 3 1.1
Pleasant 243 87.4 11 4.0 24 8.6
Useful 268 96.4 2 .7 8 2.9
Tiresome 121 43.5 126 45.3 31 11.2
Allows personal freedom 212 76.3 37 13.3 29 10.4
Challenging 261 93.9 7 2.5 10 3.6
Continual tension 98 35.3 145 52.2 35 12.6
Frustrating 78 28.1 161 57.9 39 14.0
Considerable wasted efforts 68 24.5 177 63.7 33 11.9
Endless 187 67.3 62 22.3 29 10.4
Gives sense of accomplishment 255 91.7 8 2.9 15 5.4
TABLE 34
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE WORK
SECTION OF THE JOB DESCRIPTION INDEX BY 4-H MEN AGENTS,








Interesting 47 88.7 2 3.8 4 7.5
Satisfying 46 86.8 2 3.8 5 9.4
Boring 1 1.9 49 92.5 3 5.7
Varied 52 98.1 1 1.9 0 0.0
Creative 41 77.4 3 5.7 9 17.0
Respected 36 67.9 5 9.4 12 22.6
Requires personal time 50 94.3' 3 5.7 0 0.0
Pleasant 40 75.5 6 11.3 7 13.2
Useful 51 96.2 0 0.0 2 3.8
Tiresome 34 64.2 15 28.3 4 7.5
Allows personal freedom 33 62.3 12 22.6 8 15.1
Challenging 47 88.7 3 5.7 3 5.7
Continual tension 27 50.9 22 41.5 4 7.5
Frustrating 22 41.5 20 37.7 11 20.8
Considerable wasted efforts 21 39.6 26 49.1 6 11.3
Endless 43 81.1 5 9.4 5 9.4
Gives sense of accomplishment 44 83.0 3 5.7 6 11.3
TABLE 35
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE WORK
SECTION OF THE JOB DESCRIPTION INDEX BY 4-H WOMEN AGENTS,








Interesting 46 100.0 0 0.0 0 0.0
Satisfying 41 89.1 3 6.5 2 4.3
Boring 0 0.0 44 95.7 2 4.3
Varied 43 93.5 2 4.3 1 2.2
Creative 39 84.8 0 0.0 7 15.2
Respected 38 82.6 1 2.2 7 15.2
Requires personal time 45 97.8 0 0.0 1 2.2
Pleasant 43 93.5 0 0.0 3 6.5
Useful 44 95.7 0 0.0 2 4.3
Tiresome 22 47.8 16 34.8 8 17.4
Allows personal freedom 30 65.2 8 17.4 8 17.4
Challenging 45 97.8 0 0.0 1 2.2
Continual tension 15 32.6 22 47.8 9 19.6
Frustrating 14 30.4 21 45.7 11 23.9
Considerable wasted efforts 11 23.9 30 65.2 5 10.9
Endless 29 63.0 12 26.1 5 10.9
Gives sense of accomplishment 41 89.1 1 2.2 4 8.7
TABLE 36
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OP RESPONSES TO THE WORK
SECTION OF THE JOB BESCRIPTION INDEX BY PARISH MEN AGENTS,








Interesting 69 98.6 1 1.4 0 0.0
Satisfying 68 97.1 1 1.4 1 1.4
Boring 2 2.9 66 94.3 2 2.9
Varied 64 91.4 4 5.7 2 2.9
Creative 55 78.6 5 7.1 10 14.3
Respected 62 88.6 2 2.9 6 8.6
Requires personal time 67 95.7 3 4.3 Q 0.0
Pleasant 63 90.0 3 4.3 4 5.7
Useful 68 97.1 2 2.9 0 0.0
Tiresome 30 42.9 33 47.1 7 10.0
Allows personal freedom 61 87.1 5 7.1 4 5.7
Challenging 67 95.7 2 2.9 1 1.4
Continual tension 18 25.7 43 61.4 9 12.9
Frustrating 12 17.1 53 75.7 5 7.1
Considerable wasted efforts 17 24.3 45 64.3 8 11.4
Endless 46 65.7 16 22.9 8 11.4
Gives sense of accomplishment 66 94.3 2 2.9 2 2.9
TABLE 37
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE WORK
SECTION OF THE JOB DESCRIPTION INDEX BY PARISH WOMEN AGENTS,








Interesting 62 100.0 0 0.0 0 0.0
Satisfying 55 88.7 2 3.2 5 8.1
Boring 0 0.0 60 96.8 2 3.2
Varied 61 98.4 0 0.0 1 1.6
Creative 58 93.5 0 0.0 4 6.5
Respected 57 91.9 2 3.2 3 4.8
Requires personal time 58 93.5 2 3.2 2 3.2
Pleasant 53 85.5 2 3.2 7 11.3
Useful 59 95.2 0 0.0 3 4.8
Tiresome 17 27.4 36 58.1 9 14.5'
Allows personal freedom 49 79.0 7 11.3 6 9.7
Challenging 58 93.5 1 1.6 3 4.8
Continual tension 22 35.5 32 51.6 8 12.9
Frustrating 19 30.6 36 58.1 7 11.3
Considerable wasted efforts 11 17.7 41 66.1 10 16.1
Endless 38 61.3 19 30.6 5 8.1
Gives sense of accomplishment 58 93.5 1 1.6 3 4.8
TABLE 38
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE WORK
SECTION OF THE JOB DESCRIPTION INDEX BY AREA MEN AGENTS,








Interesting 34 100.0 0 0.0 0 0.0
Satisfying 33 97.1 1 2.9 0 0.0
Boring 3 8.8 31 91.2 0 0.0
Varied 33 97.1 1 2.9 0 0.0
Creative 30 88.2 1 2.9 3 8.8
Respected 31 91.2 1 2.9 2 5.9
Requires personal time 32 94.1 2 5.9 0 0.0
Pleasant 32 94.1 0 0.0 2 5.9
Useful 34 100.0 0 0.0 0 0.0
Tiresome 13 38.2 19 55.9 2 5.9
Allows personal freedom 28 82.4 5 14.7 1 2.9
Challenging 32 94.1 0 0.0 2 5.9
Continual tension 11 32.4 19 55.9 4 11.8
Frustrating 9 26.5 23 67.6 2 5.9
Considerable wasted efforts 6 17.6 25 73.5 3 8.8
Endless 24 70.6 7 20.6 3 8.8
Gives sense of accomplishment 33 97.1 1 2.9 0 0.0
TABLE 39
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE WORK
SECTION OF THE JOB DESCRIPTION INDEX BY AREA WOMEN AGENTS,








Interesting 12 92.3 0 0.0 1 7.7
Satisfying 12 92.3 0 0.0 1 7.7
Boring 0 0.0 13 100.0 0 0.0
Varied 12 92.3 1 7.7 0 0.0
Creative 13 100.0 0 0.0 0 0.0
Respected 12 92.3 0 0.0 1 7.7
Requires personal time 13 100.0 0 0.0 0 0.0
Pleasant 12 92.3 0 0.0 1 7.7
Useful 12 92.3 0 0.0 1 7.7t
Tiresome 5 38.5 7 53.8 1 7.7
Allows personal freedom 11 84.6 0 0.0 2 15.4
Challenging 12 92.3 1 7.7 0 0.0
Continual tension 5 38.5 7 53.8 1 7.7
Frustrating 2 15.4 8 61.5 3 23.1
Considerable wasted efforts 2 15.4 10 76.9 1 7.7
Endless 7 53.8 3 23.1 3 23.1
Gives sense of accomplishment 13 100.0 0 0.0 0 0.0
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TABLE 40
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE
SUPERVISION SECTION OF THE JOB DESCRIPTION INDEX BY ALL








Asks my advice 197 70.9 57 20.5 24 8.6
Hard to please 34 12.2 233 83.8 11 4.0
Impolite 21 7.6 253 91.0 4 1.4
Praises good work 214 77.0 38 13.7 26 9.4
Tactful 209 75.2 42 15.1 27 9.7
Influential 187 67.3 38 13.7 53 19.1
Up-to-date 214 77.0 25 9.0 39 14.0
Doesn't supervise enough 37 20.5 190 68.3 31 11.2
Quick tempered 32 11.5 226 81.3 20 7.2
Tells me where I stand 136 46.9 89 32.0 53 19.1
Shows favoritism 38 13.7 208 74.8 32 11.5
Doesn't value my opinion 42 15.1 208 74.9 28 10.1
Knows job well 226 81.3 25 9.0 27 9.7
Checks work unnecessarily 25 9.0 232 83.5 21 7.6
Intelligent 252 90.6 12 4.3 14 5.0
Leaves me on my own 215 77.3 36 13.0 27 9.7
Around when needed 220 79.1 33 11.9 25 9.0
Lazy 14 5.0 254 91.3 10 3.6
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TABLE 41
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE
SUPERVISION SECTION OF THE JOB DESCRIPTION INDEX BY 4-H MEN
AGENTS, LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974







Asks my advice 36 67.9 13 24.5 4 7.5
Hard to please 9 17.0 42 79.2 2 3.8
Impolite 5 9.4 48 90.6 0 0.0
Praises good work. 39 73.6 11 20.8 3 5.7
Tactful 43 81.1 10 18.9 0 0.0
Influential 36 67.9 9 17.0 8 15.1
Up-to-date 40 75.5 8 15.1 5 9.4
Doesn't supervise enough. 9 17.0 36 67.9 8 15.1
Quick, tempered 4 7.5 45 84.9 4 7.5
Tells me where I stand 26 49.1 21 39.6 6 11.3
Shows favoritism 10 . 18.9 39 73.6 4 7.5
Doesn't value my opinion 11 20.8 38 71.7 4 7.5
Knows job well 43 81.1 5 9.4 5 9.4
Checks work unnecessarily 1 1.9 47 88.7 5 9.4
Intelligent 47 88.7 2 3.8 4 7.5
Leaves me on my own 42 79.2 8 15.1 3 5.7
Around when needed 39 73.6 8 15.1 6 11.3
Lazy 5 9.4 47 88.7 1 1.9
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TABLE 42
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
SUPERVISION SECTION OF THE JOB DESCRIPTION INDEX BY 4-H 









Asks my advice 33 71.7 10 21.7 3 6.5
Hard to please 6 13.0 37 80.4 3 6.5
Impolite 4 8.7 42 91.3 0 0.Q
Praises good work. 34 73.9 7 15.2 5 10.9
Tactful 32 69.6 8 17.4 6 13.0
Influential 36 78.3 4 8.7 6 13.0
Up-to-date 37 80.4 3 6.5 6 13.0
Doesn't supervise enough 11 23.9 30 65.2 5 10.9
Quick tempered S 17.4 34 73.9 4 8.7
Tells me where I stand 24 52.2 14 30.4 8 17.4
Shows favoritism 3 6.5 39 84.8 4 8.7
Doesn't value my opinion 3 6.5 40 87.0 3 6.5
Knows job well 40 87.0 4 8.7 2 4.3
Checks work unnecessarily 8 17.4 38 82.6 0 0.0
Intelligent 41 89.1 2 4.3 3 6.5
Leaves me on my own 37 80.4 6 13.0 3 6.5
Around when needed 40 87.0 3 6.5 3 6.5
Lazy 3 6.5 42 91.3 1 2.2
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TABLE 43
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
SUPERVISION SECTION OF THE JOB DESCRIPTION INDEX BY 









Asks my advice 56 80*0 10 14.3 4 5.7
Hard to please 10 14,3 56 80.0 4 5.7
Impolite 5 7.1 64 91.4 1 1.4
Praises good work 62 88.6 6 8.6 2 2.9
Tactful 55 78.6 7 10.0 8 11.4
Influential 48 68.6 11 15.7 11 15.7
Up-to-date 55 78.6 4 5.7 11 15.7
Doesn't supervise enough 15 21.4 54 77.1 1 1.4
Quick tempered 4 5.7 61 87.1 5 7.1
Tells me where I stand 41 58.6 19 27.1 10 14.3
Shows favoritism 9 12.9 52 74.3 9 12.9
Doesn't value my opinion 8 11.4 55 78.6 7 10.0
Knows job well 54 77.1 8 11.4 8 11.4
Checks work unnecessarily 9 12.9 55 78.6 6 8.6
Intelligent 64 91.4 4 5.7 2 2.9
Leaves me on my own 45 64.3 14 20.0 11 15.7
Around when needed 61 87.1 . 6 8.6 3 4.3
Lazy 3 4.3 65 92.8 2 2.9
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TABLE 44
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
SUPERVISION SECTION OF THE JOB DESCRIPTION INDEX BY
PARISH WOMEN AGENTS, LOUISIANA COOPERATIVE 
EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Asks my advice 40 64.5 14 22.6 8 12.9
Hard to please 6 9.7 55 88,7 1 1.6
Impolite 3 4.8 57 91.9 2 3.2
Praises good work . 40 64.5 9 14.5 13 21.0
Tactful 43 69.4 11 . 17.7 8 12.9
Influential 37 59.7 10 16,1 15 24.2
Up-to-date 43 69.4 8 12.9 11 17.7
Doesn't supervise enough 13 21.0 40 64.5 9 14.5
Quick tempered 9 14.5 49 79.0 4 6.5
Tells me where I stand 24 38.7 22 35.5 16 25.8
Shows favoritism 12 19.4 43 69.4 7 11.3
Doesn't value my opinion 12 19.4 41 66.1 9 14.5
Knows job well 49 79.0 5 8.1 8 12.9
Checks work unnecessarily 4 6.5 55 88.7 3 4.8
Intelligent 58 93.5 1 1.6 3 4.8
Leaves me on my own 52 83.9 3 4.8 7 11.8
Around when needed 42 67.7 12 19.4 8 12.9
Lazy 2 3.2 56 90.3 4 6.5
1QJ
TABLE 45
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
SUPERVISION SECTION OF THE JOB DESCRIPTION INDEX BY 









Asks my advice 24 70.6 7 20.6 3 8.8
Hard to please 3 8.8 30 88.2 1 2.9
Impolite 4 11.8 30 88.2 0 0.0
Praises good work 28 82.4 4 11.8 2 5.9
Tactful 25 73.5 5 14.7 ‘4 11.8
Influential 21 61.8 3 8.8 10 29.4
Up-to-date 26 76.5 2 5.9 6 17.6
Doesn't supervise enough 8 23.5 22 64.7 4 11.8
Quick tempered 5 14.7 27 79.4 2 5.9
Tells me where I stand 18 52.9 7 20.6 9 26.5
Shows favoritism 4 11.8 23 67.6 7 20.6
Doesn't value my opinion 4 11.8 26 76.5 4 11.8
Knows job well 29 85.3 2 5.9 3 8.8
Checks work unnecessarily 3 8.8 25 73.5 6 17.6
Intelligent 30 88.2 3 8.8 1 2.9
Leaves me on my own 28 82.4 4 11.8 2 5.9
Around when needed 27 79.4 3 8.8 4 11.8
Lazy 0 Q.O 32 94.1 2 5.9
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TABLE 46
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
SUPERVISION SECTION OF THE JOB DESCRIPTION INDEX BY 









Asks my advice 8 61.5 3 23.1 2 15.4
Hard to please 0 0.0 13 100.0 0 0.0
Impolite 0 0.0 12 92.3 1 7.7
Praises good work. 11 84.6 1 7.7 1 7.7
Tactful 11 84.6 1 7.7 1 7.7
Influential 9 69.2 1 7.7 3 23.1
Up-to-date 13 100.0 0 0.0 0 0.0
Doesn't supervise enough 1 7.7 8 61.5 4 30.8
Quick tempered 2 15.4 10 76.9 1 7.7
Tells me where I stand 3 23.1 6 46.2 4 30.8
Shows favoritism 0 0.0 12 92.3 1 7.7
Doesn't value my opinion 4 30.8 8 61.5 1 7.7
Knows job well 11 84.6 1 7.7 1 7.7
Checks work unnecessarily 0 0.0 12 92.3 1 7.7
Intelligent 12 92.3 1 7.7 0 0.0
Leaves me on my own 11 84.6 1 7.7 1 7.7
Around when needed 11 84.6 1 7.7 1 7.7
Lazy 1 7.7 12 92.3 0 0.0
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TABLE 47
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
CO-WORKERS SECTION OF THE JOB DESCRIPTION INDEX BY ALL 








Friendly 253 91.0 11 4.0 14 5.0
Boring 19 6.8 245 88.1 14 5.0
Not ambitious 34 12.2 223 80.2 21 7.6
Dedicated to job 209 75.2 33 11.9 36 13.0
Low capabilities 14 5.0 249 89.6 15 5.4
Responsible 244 87.8 14 5.0 20 7.2
Receptive 222 79.9 25 9.0 31 11.2
Intelligent 254 91.4 6 2.2 18 6.5
Quick to disagree 55 19.8 191 68.7 32 11.5
Talks too much 37 13.3 218 78.4 23 8.3
Smart 224 80.6 17 6.1 37 13.3
Lazy 15 5.4 237 85.3 26 9.4
Unpleasant 15 5.4 244 87.8 19 6.8
Interferes with my work 16 5.8 245 88.1 17 6.1
Good teamworker 209 75.2 38 13.7 31 11.2
Interested in only their work 53 19.1 195 70.1 30 10.8
Loyal 216 77.7 22 7.9 40 14.4
Hard to work with 27 9.7 224 80.6 27 9.7
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TABLE 48
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE
CO-WORKERS SECTION OF THE JOB DESCRIPTION INDEX BY 4-H MEN








Friendly 48 90.6 5 9.4 0 0.0
•
Boring 4 7.5 48 90.6 1 1.9
Not ambitious 4 7.5 46 86.8 3 5.7
Dedicated to job 43 81.1 6 11.3 4 7.5
Low capabilities 0 0.0 53 100.0 0 0.0
Responsible 50 94.3 3 5.7 0 0.0
Receptive 44 83.0 8 15.1 1 1.9
Intelligent 51 96.2 1 1.9 1 1.9
Quick to disagree 16 30.2 33 62.3 4 7.5
Talks too much 10 18.9 38 71.7 5 9.4
Smart 45 84.9 3 5.7 5 9.4
Lazy 2 3.8 50 94.3 1 1.9
Unpleasant 5 9.4 44 83.0 4 7.5
Interferes with my work 6 11.3 45 84.9 2 3.8
Good teamworker 38 71.7 10 18.9 5 9.4
Interested In only their work 11 20.8 38 71.7 4 7.5
Loyal 44 83.0 4 7.5 5 9.4
Hard to work with. 9 17.0 42 79.2 2 3.8
m
TABLE 49
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
CO-WORKERS SECTION OF THE JOB DESCRIPTION INDEX BY 4-H 









Friendly 44 95.7 1 2.2 1 2.2
Boring 7 15.2 37 80.4 2 4.3
Not ambitious 9 19.6 35 76.1 2 4.3
Dedicated to job 36 78.3 7 15.2 3 6.5
Low capabilities 7 15.2 38 82.6 1 2.2
Responsible 41 89.1 2 4.3 3 6.5
Receptive 38 82.6 6 13.0 2 4.3
Intelligent 42 91.3 0 0.0 4 8.7
Quick to disagree 12 26.1 28 60.9 6 13.0
Talks too much 11 23.9 33 71.7 2 4.3
Smart 41 89.1 0 0.0 5 10.9
Lazy 6 13.0 35 76.1 5 10.9
Unpleasant 6 13.0 39 84.8 1 2.2
Interferes with my work 6 13,0 37 80.4 3 6.5
Good teamworker 37 80.4 6 13.0 3 6.5
Interested In only their work 7 15.2 35 76.1 4 8.7
Loyal 37 80.4 6 13.0 3 6.5
Hard to work with 6 13.0 36 78.3 4 8.7
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TABLE 50
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
CO-WORKERS SECTION OF THE JOB DESCRIPTION INDEX BY PARISH 









Friendly 65 92.9 2 2.9 3 4.3
Boring 3 4.3 63 90.0 4 5.7
Not ambitious 5 7.1 61 87.1 4 5.7
Dedicated to job 56 80.0 8 11.4 6 8.6
Low capabilities 4 5.7 62 88.6 4 5.7
Responsible 61 87.1 5 7.1 4 5.7
Receptive 62 88.6 3 4.3 5 7.1
Intelligent 64 91.4 2 2.9 4 5.7
Quick to disagree 10 14.3 54 77.1 6 8.6
Talks too much 5 7.1 60 85.7 5 7.1
Smart 57 81.4 3 4.3 10 14.3
Lazy 4 5.7 60 85.7 6 8.6
Unpleasant 2 2.9 64 91.4 4 5.7
Interferes with my work 1 1.4 64 91.4 5 7.1
Good teamworker 57 81.4 6 8.6 7 10.0
Interested in only their work 13 18.6 51 72,9 6 8.6
Loyal 55 78.6 5 7.1 10 14.3
Hard to work with 3 4.3 61 87.1 6 8.6
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TABLE 51
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
CO-WORKERS SECTION OF THE JOB DESCRIPTION INDEX BY PARISH 









Friendly 56 90.3 1 1.6 5 8.1
Boring 3 4.8 56 90.3 3 4.8
Not ambitious 10 16.1 46 74.2 6 9.7
Dedicated to job 42 67.7 9 14.5 11 17.7
Low capabilities 3 4.8 57 91.9 2 3.2
Responsible 52 83.9 3 4.8 7 11.3
Receptive 44 71.0 6 9.7 12 19.4
Intelligent 56 90.3 3 4.8 3 4.8
Quick to disagree 11 17.7 43 69.4 8 12.9
Talks too much 6 9.7 50 80.6 6 9.7
Smart 50 80.6 4 6.5 8 12.9
Lazy 3 4.8 52 83.9 7 11.3
Unpleasant 1 1.6 55 88.7 6 9.7
Interferes with my work 2 3.2 57 91.9 3 4.8
Good teamworker 43 69.4 9 14.5 10 16.1
Interested in only their work 14 22.6 39 62.9 9 14.5
Loyal 45 72.6 6 9.7 11 17.7
Hard to work with 6 9.7 46 74.2 10 16.1
TABLE 52
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
CO-WORKERS SECTION OF THE JOB DESCRIPTION INDEX BY AREA 









Friendly 29 85.3 2 5.9 3 8.8
Boring 2 5.9 29 85.3 3 8.8
Not ambitious 3 8.8 26 76.5 5 14.7
Dedicated to job 23 67.6 1 2.9 10 29.4
Low capabilities 0 0.0 28 82.4 6 17.6
Responsible 28 82.4 1 2.9 5 14.7
Receptive 25 73.5 1 2.9 8 23.5
Intelligent 30 88.2 0 0.0 4 11.8
Quick to disagree 6 17.6 22 64.7 6 17.6
Talks too much 5 14.7 25 73.5 4 11.8
Smart 23 67.6 4 11,8 7 20.6
Lazy 0 0.0 28 82.4 6 17.6
Unpleasant 1 2.9 30 88.2 3 8.8
Interferes with my work 1 2.9 30 88.2 3 8.8
Good teamworker 24 70.6 5 14.7 5 14.7
Interested in only their work 7 20.6 22 64.7 5 14.7
Loyal 23 67.6 1 2.9 10 29.4
Hard to work with 2 5.9 28 82.4 4 11.8
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TABLE 53
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
CO-WORKERS SECTION OF THE JOB DESCRIPTION INDEX BY AREA 
WOMEN AGENTS, LOUISIANA COOPERATIVE EXTENSION 
SERVICE, 1974







Friendly 11 84.6 0 0.0 2 15.4
Boring 0 0.0 12 92.3 1 7.7
Not ambitious 3 23.1 9 69.2 1 7,7
Dedicated to job 9 69.2 2 15.4 2 15.4
Low capabilities 0 0.0 11 84.6 2 15.4
Responsible 12 92.3 0 0.0 1 7.7
Receptive 9 69.2 1 7.7 3 23.1
Intelligent 11 84.6 0 0.0 2 15.4
Quick to disagree 0 0.0 11 84.6 2 15.4
Talks too much 0 0.0 12 92.3 1 7.7
Smart 8 61.5 3 23.1 2 15.4
Lazy 0 0.0 12 92.3 1 7.7
Unpleasant 0 0.0 12 92.3 1 7.7
Interferes with my work 0 0.0 12 92.3 1 7.7
Good teamworker 10 76.9 2 15.4
■)
1'- 7; 7
Interested in only their work 1 7.7 10 76.9 2 15.4
Loyal 12 92.3 1 7.7 0 0.0
Hard to work with 1 7.7 11 84.6 1 7.7
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TABLE 54
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE PAY 
SECTION OF THE JOB DESCRIPTION INDEX BY ALL AGENTS, 
LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Income adequate for normal 
expenses
150 54.0 109 39.2 19 6.8
Satisfactory fringe benefits 212 76.3 46 16.5 20 7.2
Barely live on income 122 43.9 141 50.7 15 5.4
Income not equitable for work 
required
166 59.7 78 28.1 34 12.2
Income provides luxuries 29 10.4 226 81.3 23 8.3
Income not related to perfor­
mance
145 52.2 87 31.3 46 16.5
Less than I deserve 122 43.9 91 32.7 65 23.4
Highly paid 6 2.2 242 87.1 30 10.8
Underpaid 141 50.7 84 30.2 53 19.1




THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE PAY 
SECTION OF THE JOB DESCRIPTION INDEX BY 4-H MEN AGENTS, 








Income adequate for normal 
expenses
17 32.1 35 66.0 1 1.9
Satisfactory fringe benefits 38 71.7 11 20.8 4 7.5
Barely live on income 42 79.2 8 15.1 3 5.7
Income not equitable for work 
required
41 77.4 6 11.3 6 11.3
Income provides luxuries 1 1.9 50 94.3 2 3.8
Income not related to perfor­
mance
36 67.9 9 17.0 8 15.1
Less than 1 deserve 33 62.3 5 9.4 15 28.3
Highly paid 0 0.0 52 98.1 1 1.9
Underpaid 40 75.5 9 17.0 4 7.5
Income equitable to non- 
Extension job
40 75.5 6 11.3 7 13.2
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TABLE 56
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE PAY 
SECTION OF THE JOB DESCRIPTION INDEX BY 4-H WOMEN AGENTS,
LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Income adequate for normal 
expenses
29 63.0 12 26.1 5 10.9
Satisfactory fringe benefits 37 80.4 7 15.2 2 4.3
Barely live on income 12 26.1 31 67.4 3 6.5
Income not equitable for work 
required
28 60.9 12 26.1 6 13.0
Income provides luxuries 6 13.0 36 78.3 4 8.7
Income not related to perfor­
mance
24 52.2 16 34.8 6 13.0
Less than I deserve 17 37.0 17 37.0 12 26.0
Highly paid 4 8.7 39 84.8 3 6.5
Underpaid 22 47.8 14 30.4 10 21.7




THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE PAY 
SECTION OF THE JOB DESCRIPTION INDEX BY PARISH MEN AGENTS, 








Income adequate for normal 
expenses
36 51.4 30 42.9 4 5.7
Satisfactory fringe benefits 50 71.4 15 21.4 5 7.1
Barely live on Income 36 51.4 32 45.7 2 2.9
Income not equitable for work 
required
39 55.7 24 34.3 7 10.0
Income provides luxuries 6 8.6 58 82.9 6 8.6
Income not related to perfor­
mance
35 50.0 23. 32.9 12 17.1
Less than I deserve 33 47.1 23 32.9 14 20.0
Highly paid 1 1.4 61 87.1 8 11.4
Underpaid 37 52.9 18 25.7 15 21.4
Income equitable to non- 
Extension job
45 64.3 15 21.4 10 14.3
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TABLE 58
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE PAY 
SECTION OF THE JOB DESCRIPTION INDEX BY PARISH WOMEN AGENTS, 








Income adequate for normal 
expenses
41 66.1 16 25.8 5 8.1
Satisfactory fringe benefits 48 77.4 3 12.9 6 9.7
Barely live on income 11 17.7 45 72.6 6 9.7
Income not equitable for work 
required
29 46.8 25 40.3 8 12.9
Income provides luxuries 11 17.7 43 69.4 8 12.9
Income not related to perfor­
mance
25 40.3 22 35.5 15 24.2
Less than I deserve 19 30.6 28 45.2 15 24.2
Highly paid 1 1.6 44 71.0 17 27.4
Underpaid 18 29.0 27 43.5 17 27.4
Income equitable to non- 
Extenslon job
19 30.6 22 35.5 21 33.9
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TABLE 59
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE PAY 
SECTION OF THE JOB DESCRIPTION INDEX BY AREA MEN AGENTS, 








Income adequate for normal 
expenses
21 61.8 10 29.4 3 8.8
Satisfactory fringe benefits 27 79.4 5 14.7 2 5.9
Barely live on income 18 52.9 15 44.1 1 2.9
Income not equitable for work 
required
23 67.6 8 23.5 3 8.8
Income provides luxuries 2 5.9 29 85.3 3 8.8
Income not related to perfor­
mance
20 58.8 12 35.3 2 5.9
Less than I deserve 15 44.1 15 44.1 4 11.8
Highly paid 0 0.0 34 100.0 0 0.0
Underpaid 17 50.0 14 41.2 3 8.8
Income equitable to non- 
Extension job
22 64.7 7 20.6 5 14.7
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TABLE 60
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE PAY 
SECTION OF THE JOB DESCRIPTION INDEX BY AREA WOMEN AGENTS, 
LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Income adequate for normal 
expenses
6 46.1 6 46.1 1 Til
Satisfactory fringe benefits 12 92.3 0 0.0 1 7.7
Barely live on income 3 23.1 10 76.9 0 0.0
Income not equitable for work 
required
6 46.2 3 23.1 4 30.8
Income provides luxuries 3 23.1 10 76.9 0 0.0
Income not related to perfor­
mance
5 38.5 5 38.5 3 23.1
Less than I deserve 5 38.5 3 23.1 5 38.5
Highly paid 0 0.0 12 92.3 1 7.7
Underpaid 7 53.8 2 15.4 4 30.8
Income equitable to non- 
ExtenBion job
4 30.8 3 23.1 6 46.2
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TABLE 61
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
PROMOTIONS SECTION OF THE JOB DESCRIPTION INDEX BY ALL 









Good opportunity for advance­
ment
123 44.2 103 37.1 52 18.7
Opportunity somewhat limited 155 55.8 92 33.1 31 11.2
Promotion on ability 106 38.1 112 40.3 60 21.6
Dead-end job 42 15.1 182 65.5 54 19.4
Good chance for promotion 115 41.4 102 36.7 61 21.9
Unfair promotion policy 65 23.4 142 51.1 71 25.5
Infrequent promotions 101 36.3 105 37.8 72 25.9
Regular promotions 93 33.5 109 39.2 76 27.3
Fairly good chance for . 
promotion
154 55.4 69 24.8 55 19.8
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TABLE 62
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
PROMOTIONS SECTION OF THE JOB DESCRIPTION INDEX BY 4-H MEN 
AGENTS, LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Good opportunity for advance­
ment
19 35.8 24 45.3 10 18.9
Opportunity somewhat limited 35 66.0 13 24.5 5 9.4
Promotion on ability 17 32.1 25 47.2 11 20.8
Dead-end job 10 18.9 33 62.3 10 18.9
Good chance for promotion 19 35.8 21 39.6 13 24.5
Unfair promotion policy 16 30.2 22 41.5 15 28.3
Infrequent promotions 22 41.5 18 34.0 13 24.5
Regular promotions 19 35.8 22 41.5 12 22.6 .
Fairly good chance for 
promotion
27 50.9 16 30.2 10 18.9
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TABLE 63
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
PROMOTIONS SECTION OF THE JOB DESCRIPTION INDEX BY 4-H WOMEN 
AGENTS, LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Good opportunity for advance­
ment
24 52.2 12 26.1 10 21.7
Opportunity somewhat limited 18 39.1 23 50.0 5 10.9
Promotion on ability 11 23.9 21 45.7 14 30.4
Dead-end job 1 2.2 35 76.1 10 21.7
Good chance for promotion 25 54.3 12 26.1 9 19.6
Unfair promotion policy 13 28.3 20 43.5 13 28.3
Infrequent promotions 14 30.4 16 34.8 16 34.8
Regular promotions 16 34.8 15 32.6 15 32.6
Fairly good chance for 
promotion
30 65.2 5 10.9 11 23.9
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TABLE 64
THE FREQUENCY -AND PERCENTAGE DISTRIBUTION OF RESFOVSES TO THE 
PROMOTIONS SECTION OF THE JOB DESCRIPTION INDEX BY PARISH 
MEN AGENTS, LOUISIANA COOPERATIVE 
EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Good opportunity for advance­
ment
30 42.9 29 41.4 11 15.7
Opportunity somewhat limited 46 65.7 19 27.1 5 7.1
Promotion on ability 31 44.3 28 40.0 11 15.7
Dead-end job 12 17.1 44 62.9 14 20.0
Good chance for promotion 25 35.7 33 47.1 12 17.1
Unfair promotion policy 17 24.3 37 52.9 16 22.9
Infrequent promotions 33 47.1 25 35.7 12 17.1
Regular promotions 20 28.6 31 44.3 19 27.1
Fairly good chance for 
promotion
45 64.3 15 21.4 10 14.3
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TABLE 65
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
PROMOTIONS SECTION OF THE JOB DESCRIPTION INDEX BY PARISH 
WOMEN AGENTS, LOUISIANA COOPERATIVE 
EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Good opportunity for advance­
ment
33 53.2 16 25.8 13 21.0
Opportunity somewhat limited 27 43.5 23 37.1 12 19.4
Promotion on ability 25 40.3 22 35.5 15 24.2
Dead-end job 9 14.5 41 66.1 12 19.4
Good chance for promotion 28 45.2 17 27.4 17 27.4
Unfair promotion policy 8 12.9 39 62.9 15 24.2
Infrequent promotions 14 22.6 31 50.0 17 27.4
Regular promotions 26 41.9 17 27.4 19 30.6
Fairly good chance for 
promotion
30 48.4 14 22.6 18 29.0
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TABLE 66
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
PROMOTIONS SECTION OF THE JOB DESCRIPTION INDEX BY AREA MEN 
AGENTS, LOUISIANA COOPERATIVE EXTENSION SERVICE, 1974
Yes No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Good opportunity for advance­
ment
13 38.2 15 44.1 6 17.6
Opportunity somewhat limited 19 55.9 11 32.4 4 11.8
Promotion on ability 17 50.0 11 32.4 6 17.6
Dead-end job 5 14.7 23 67.6 6 17.6
Good chance for promotion 14 41.2 12 35.3 8 23.5
Unfair promotion policy 10 29.4 19 55.9 5 14.7
Infrequent promotions 12 35.3 11 32.4 11 32.4
Regular promotions 8 23.5 17 50.0 9 26.5
Fairly good chance for 
promotion
17 50.0 12 35.3 5 14.7
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TABLE 67
THE FREQUENCY AND PERCENTAGE DISTRIBUTION OF RESPONSES TO THE 
PROMOTIONS SECTION OF THE JOB DESCRIPTION INDEX BY AREA 
WOMEN AGENTS, LOUISIANA COOPERATIVE 
EXTENSION SERVICE, 1974
Yea No Undecided
Descriptive Phrase No. Percent No. Percent No. Percent
Good opportunity for advance­
ment
4 30.8 6 53.8 2 15.4
Opportunity somewhat limited 10 76.9 3 23.1 0 0.0
Promotion on ability 5 38.5 5 38.5 3 23.1
Dead-end job 5 38.5 6 46.2 2 15.4
Good chance for promotion 4 30.8 7 53.8 2 15.4
Unfair promotion policy 1 7.7 5 38.5 7 53.8
Infrequent promotions 6 46.2 4 30.8 3 23.1
Regular promotions 4 30.8 7 53.8 2 15.4
Fairly good chance for 
promotion




RESPONSES TO SPECIFIC ITEMS OF PORTER NEED-SATISFACTION














1. The opportunity In ray job posi- 6.18 
tlon to give help to other people.
6.76 .58
10. The opportunity to develop close 
friendships in my job position.
ESTEEM
5.85 6.38 .53
5. The prestige of my job position 
inside Extension.
4.98 6.27 1.29
8. The prestige of ray job position 
outside of Extension.
5.28 6.38 1.10
13. The feeling of self-esteem a 




4. The authority connected with my 
job position.
4.46 5.83 1.37
7. The opportunity, in my job
position, for participation in 
the determination of methods 
and procedures.
4.93 6.30 1.37
9. The opportunity in my job posi­
tion for participation in 
setting of goals.
5.64 6.46 .82
12. The opportunity for independent 




3. The opportunity for personal
growth and development in my job 
position.
5.61 6.73 1.12
6. The feeling of worthwhile accom­
plishment in my job position.
5.55 6.72 1.17
11. The feeling of aelf-fulfillment 




RESPONSES TO SPECIFIC ITEMS OF PORTER NEED-SATISFACTION
QUESTIONNAIRE BY 4-H MEN AGENTS, LOUISIANA
COOPERATIVE EXTENSION SERVICE, 1974
Average Responses on Scale
Need Types Min. 1-■2-3-4-S-6-7 Max.
Is Now | Should Be ( Discrepancy
SECURITY




1. The opportunity In my job posi­ 5.19 6.75 1.56
tion to give help to other people.
10. The opportunity to develop close 
friendships In my job position.
5.73 6.26 .53
ESTEEM
5. The prestige of my job position 
inside Extension.
4.39 6.13 1.74
8. The prestige of my job position 
outside of Extension.
4.74 6.17 1.43
13. The feeling of self-esteem a 




4. The authority connected with my 
job position.
4.06 5.77 1.71
7. The opportunity, in my job 
position, for participation In 
the determination of methods 
and procedures.
4.17 6.10 .93
9. The opportunity in my job posi­
tion for participation In 
setting of goals.
5.42 6.45 1.03
12. Hie opportunity for Independent 5.21 6.47 1.26
-thought and action In my job 
position.
SELF-ACTUALIZATION
3. The opportunity for personal 5.00 6.66 1.66
growth and development In my 
job position.
6. The feeling of worthwhile accom- 5.43 6.68 1.25
pllshment In my job position.
11. The feeling of self-fulfillment 5.28 6.60 1.32




RESPONSES TO SPECIFIC ITEMS OF PORTER NEED-SATISFACTION
QUESTIONNAIRE BY 4-H WOMEN AGENTS, LOUISIANA
















1. The opportunity in my job posi- 6.37 
tion to give help to other people.
6.83 .46
10. The opportunity to develop close 
friendships in my job position.
ESTEEM
5.72 6.33 .61
5. The prestige of my job position 
inside Extension.
4.83 6.15 1.32
8. The prestige of my job position 
outside of Extension.
5.04 6.46 1.42
13. The feeling of self-esteem a 




4. The authority connected with ray 
job position.
4.48 5.87 1.39
7. The opportunity, in my job
position, for participation in 
the determination of methods 
and procedures.
4.87 6.37 1.50
9. The opportunity in my job posi­
tion for participation in 
setting of goals.
5.52 6.50 .98
12. The opportunity for Independent 




3. The opportunity for personal 
growth and development in my 
job position.
5.71 6.83 1.12
6. The feeling of worthwhile accom­
plishment in my job position.
5.43 6.83 1.40
11. The feeling of self-fulfillment 




RESPONSES TO SPECIFIC ITEMS OF PORTER NEED-SATISFACTION
QUESTIONNAIRE BY PARISH HEN AGENTS, LOUISIANA
COOPERATIVE EXTENSION SERVICE, 1974
Average Responses on Scale
Need Types Min. 1--2-3-4-S-6--7 Max.
Is Now Should Be | Discrepancy
SECURITY




1. The opportunity in my Job posi­ 4.81 6.79 1.98
tion to give help to other'people.
10. The opportunity to develop close 
friendships in my job position.
6.36 6.63 .27
ESTEEM
5. The prestige of my job position 
inside Extension.
5.49 6.54 1.05
8. The prestige of my job position 
outside of Extension.
5.80 6.60 .80
13. The feeling of self-esteem a 




4. The authority connected with my 
job position.
4.80 6.16 1.36
7. The opportunity, in my job 
position, for participation in 
the determination of methods 
and procedures.
4.97 6.33 1.36
9. The opportunity in my job posi­
tion for participation in setting 
of goals.
5.64 6.54 .90
12. The opportunity for independent 




3. The opportunity for personal 
growth and development in my job 
position.
5.84 6.83 .99
6. The feeling of worthwhile accom­
plishment in my job position.
5.81 6.79 .98
11. The feeling of self-fulfillment 5.96 6.74 .78




HESPONSES TO SPECIFIC ITEMS OF PORTER NEED-SATISFACTION
QUESTIONNAIRE BY PARISH WOMEN AGENTS, LOUISIANA
COOPERATIVE EXTENSION SERVICE, 1974
Average Responses on Scale
Need Types Min. 1-2-3-4-5-6-7 Max.
______________ ' ■ __________ Is Now | Should Be | Discrepancy
SECURITY
2. The feeling of security in my 6.06 6.68 .62
job position.
SOCIAL
1. The opportunity in my job posi- 6.03 6.71 .68
tion to give help to other people.
10. The opportunity to develop close 5.55 6.24 .69
friendships in my job position.
ESTEEM
5. The prestige of my job position 5.13 6.26 1.13
inside Extension.
8. The prestige of my job position 5.35 6.31 .96
outside of Extension.
13. The feeling of self-esteem a 5.66 6.58 .92
person gets from being in my 
job position.
AUTONOMY
4. The authority connected with ny 4.76 5.97 1.21
job position.
7. The opportunity, in my job 5.31 6.45 1.14
position, for participation in 
the determination of methods 
and procedures.
9. The opportunity in my job posi- 5.95 6.58 .63
tion for participation in
setting of goals.
12. The opportunity for independent 5.24 6.52 1.28
thought and action in my job 
position.
SELF-ACTUALIZATION
3. The opportunity for personal 5.98 6.68 .70
growth and development in my
job position.
6. The feeling of worthwhile accom- 5.45 6.74 1.29
plishment in my job position.
11. The feeling of self-fulfillment 5.81 6.56 .75




RESPONSES TO SPECIFIC ITEMS OF PORTER NEED-SATISFACTION
QUESTIONNAIRE BY AREA MEN AGENTS, LOUISIANA
COOPERATIVE EXTENSION SERVICE, 1974
Average Responses on Scale
Need Types Min, t-2-3-4-5-6-7 Max.______
___________________________________  Is Nov I ShoUlds'Be 1 Discrepancy
SECURITY
2. The feeling of security in my 5.65 6.59 .94
job position.
SOCIAL
1. The opportunity in my job posi- 5.97 6.90 .93
tion to give help to other people.
10. The opportunity to develop close 5.76 6.41' .65
friendships in my job position.
ESTEEM
5, The prestige of my job position 4.62 5.91 1.29
inside Extension.
8. The prestige of my job position 5.02 6.32 1.30
outside of Extension.
13. The feeling of self-esteem a 5.59 6.29 .70
person gets from being in my 
job position.
AUTONOMY
4. The authority connected with my 3.65 5.03 1.38
job position.
7. The opportunity, in my job 4.97 6.09 1.12
position, for participation in 
the determination of methods 
and procedures.
9. The opportunity in my job posi- 5.32 6.03 .71
tion for participation in
setting of goals.
12. .The opportunity for independent *6.09 6.47 .38
thought and action in my job 
position.
SELF-ACTUALIZATION
3. The opportunity for personal 5.35 6.65 1.30
growth and development in my
job position.
6. The feeling of worthwhile accom- 5.59 6.62 1.03
plishment in my job position.
11. The feeling of self-fulfillment 5.94 6.56 .62




RESPONSES TO SPECIFIC ITEMS OF PORTER NEED-SATISFACTION
QUESTIONNAIRE BY AREA WOMEN AGENTS, LOUISIANA
COOPERATIVE EXTENSION SERVICE, 1974
Need Types
Average Responses on Scale 
Min. 1-2-3-4-5-6-7 Max.
Is Now | Should Be i Discrepancy
SECURITY




. 1. The opportunity in my job posi- 6.38 
tion to give help to other people.
6.77 .39
10. The opportunity to develop close 
friendships In my job position.
ESTEBi
5.77 6.31 .54
5. The prestige of my job position 
inside Extension.
5.01 6.38 1.37
8. The prestige of my job position 
outside of Extension.
4.61 6.38 1.77
13. The feeling of self-esteem a 




4. The authority connected with my 
job position.
5.00 5.69 .69
7. The opportunity, in my job
position, for participation in 
the determination of methods 
and procedures.
5.38 6.46 1.08
9. The opportunity In my job posi­
tion for participation in 
setting of goals.
6.23 6.46 .23
12. The opportunity for Independent 




3. The opportunity for personal 
growth and development in my 
job position.
5.54 6.69 1.15
6. The feeling of worthwhile accom­
plishment in my job position.
5.92 6.46 .54
11. The feeling of self-fulfillment 






STATISTICAL ANALYSIS OF VARIANCE DATA FOR 








Sex 1 80.75 .784 20.51 916.70 37.42 1614.37
Job 2 482.70 13.77 29.88 220.72 81.53 2111.23
Sex x Job 2 78.91 112.54 84.01 120.79 109.53 891.75
Error 272 45.19 107.12 122.79 44.30 66.04 894.09
TABLE 76
STATISTICAL ANALYSIS OF VARIANCE DATA FOR 
NEED-DEFICIENCY MEAN SQUARES VARIABLE
Source Df. Security Social Esteem
Self-Act- 
Autonomy uallxation Total
Sex 1 .001 .219 1.27 40.59 8.69 115.31
Job 2 7.59 .052 38.28 112.97 42.15 293.81
Sex x Job 2 1.15 4.38 14.25 8.24 1.98 8067.96





Listed below are several descriptive words or phrases regarding 
the actual work or task you perform. For each which satisfactorily 
describes your feeling about your work put a "y" beside the word. For 
each word which is untrue or does not describe your feelings place an 












______  Allows personal freedom
______  Challenging
______  Continual tension
   Frustrating
______  Considerable wasted efforts
Endless




Listed below are several descriptive words and phrases regarding 
your supervision. For each which satisfactorily describes your feeling 
about supervision put a "y" beside the word. For each word which is 
untrue or does not describe your feelings place an "n" by the word.
If you are undecided place a by the word or phrase.
' Asks my advice 
' ' 1 ' ' Hard to please 
' Impolite




______  Doesn't supervise enough
  Quick-tempered
______  Tells me where I stand
______  Shows favoritism
______  Doesn't value my opinion
______  Knows job well
______  Checks work unnecessarily
______  Intelligent
______ Leaves me on my own





Listed below are several descriptive words regarding co-workers.
For each word which satisfactorily describes your feeling about your
co-workers put a "yM beside the word. For each word which is untrue 
or does not describe your feelings place an "n" by the word. If you 
are undecided place a "?" by the word.
  Friendly
  Boring
  Hot ambitious
Dedicated to job




______  Quick to disagree




______  Interferes with my work
______  good teanworker
Interested in only their work 
Loyal




Listed below are several descriptive words and phraBes regarding 
pay. For each which satisfactorily describes your feeling about your 
pay-put a "y" beside the word or phrases. For each which is untrue or 
does not describe your feelings place an "n" by the word or phrase.
If you are undecided £lace a "?" by the word or phrase.
______  Income adequate for normal expenses
______  Satisfactory fringe benefits
______  Barely live on income
 _____ Income not equitable for work required
______  Income provides luxuries
______  Income not related to performance
______  Less than I deserve
______  Highly paid
______  Underpaid
Income equitable to non-Extension job
Section V
Promotions
Listed below are several descriptive phraseB regarding promo­
tions. For each phrase which satisfactorily describes your feeling 
about your promotions put a 'V' beside the phrase. For each which 
is untrue or does not describe your feelings place an ”n" by the 
phrase. If you are undecided place a by the phrase.
______  Good opportunity for advancement
______  Opportunity somewhat limited
______  Promotion on ability
______  Dead-end job
______  Good chance for promotion
______  Unfair promotion policy
______  Infrequent promotions
Regular promotions
Fairly good chance for promotion
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Section VI
Listed below are several characteristics or qualities connected 
with your present job. For each such characteristic you are asked 
to give two ratings:
a) Bow much of the characteristic is there now connected with 
your job position?
b) How much of the characteristic do you think should be 
connected with your job position?
Answer each characteristic by circling a number on the seven point 
scale (low numbers represent minimum amounts, high numbers represent 
maximum amounts).
1. The opportunity, in my job position, to give help to other 
people.
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
2. The feeling of security in my job position.
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
3. The opportunity for personal growth and development in my 
job position.
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
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4. The authority connected with my job position.
a) How much Is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
5. The prestige of my job position outside Extension (that Is, 
the regard received from others In the Extension Service).
a) How much Is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
6. The feeling of worthwhile accomplishment In my job position.
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
7. The opportunity, in my job position, for participation in 
the determination of methods and procedures.
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
8. The prestige of my job position outside Extension (that Is, 
the regard received from others not in the Extension 
Service).
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
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b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
9. The opportunity, In my job position, for participation in
the setting of goals.
a) How much Is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
10. The opportunity to develop close friendships in my job 
position.
a) How much Is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(mln) 1 2 3 4 5 6 7 (max)
11. The feeling of self-fulfillment a person gets from being 
in my job position (that is, the feeling of being able to 
use one'8 own unique capabilities, realizing one's 
potentialities).
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
12. The opportunity for Independent thought and action in my
job position.
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
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13. The feeling of self-esteem, a person gets from being in my 
job position.
a) How much is there now?
(min) 1 2 3 4 5 6 7 (max)
b) How much should there be?
(min) 1 2 3 4 5 6 7 (max)
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Section VII
Listed below are thirteen factors or variables that could affect 
Agent's job efforts. Please rank these variables according to the 
importance you feel they are in making other Agents put forth extra 
efforts into doing their jobs.
The most Important will be marked number 1, second most 
important number 2, etc.
Rank
______  a. Being faced with a difficult challenge in my job
______ b. Knowing what my supervisor expects of me
. c. Being rewarded for good work with extra money payments
. d. Being responsible (and accountable) for all or nearly
all aspects of my job assignments
______ _ e. Doing the kind of work which I like to do
______  f. Having accomplished a lot, according to my own
standards for accomplishments
______  g. Having the opportunity to take part in making decisions
which affect my work
______  h. Having a capable and knowledgeable supervisor
______ i. Getting along with the people with whom I work
' j . Being given full credit for work or suggestion
______ k. Being rewarded for good work with a promotional
opportunity
______  1. Being praised for a Job well done
m. Being kept informed about things which affect my work
Section VIII
Personal Data
1. What is your present age?________
2. What is your sex?______________________________ ______
3. How many years have you worked for the Louisiana Cooperative 
Extension Service?_______________ Years (years completed)
4. How many years have you worked in your present job assignment? 
 ______  years ' __________months
5= What is your present job title?_________________________
Date promoted to this title___________year ______ month
6. What is your present job category(s) assignment?
Check appropriate ones
Parish 4-H Agent __________
Parish Agriculture or Resource Development _ _________
Parish Home Economics __________
Area Agriculture or Resource Development __________
Area Home Economics or Resource Development  _______
7. Regarding your current salary
a) Do you feel that your present salary is equitable 
 _________No  Yes
If No




Please return to Dr. Bruce Flint, Specialist (Extension Education)
Cooperative Extension Service 
University Station, Knapp Hall 
Baton Rouge, LA 70803
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